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Abstract
Obtaining employment after serving time in prison is essential for successful reentry after incarceration.
However, Black men experience the highest rate of unemployment in the United States, a trend that only
intensifies after release from custody. While there is extensive research correlating the high rate of Black
male recidivism with the negative influences of criminal acquaintances, community barriers, obstacles to
education, and racial inequalities that prevent successful reentries, there is little literature surrounding the
positive outcomes, for all parties, that arise from the decisions of hiring managers or directors who offer
second chances of employment to Black men with a criminal past. This study examined organizations
that hire Black men with a criminal record in a region of Upstate New York using a quantitative survey
design. This study looked at what, if any, are the motivations behind organizations offering employment
opportunities to Black male ex-offenders and what, if any, is there a connection to corporate social
responsibility and hiring decisions regarding Black men. The study failed to detect any significant
differences correlated with the race of an applicant on likelihood-to-hire responses moderated by the
organization’s practice of social responsibility. However, the data indicated that the three top motivating
factors were: (a) encouraging a better society; (b) ethical considerations: it is the right thing to do; and (c)
eliminating bias in the workplace, undergirded by the social responsibility model. In addition, the findings
also showed that respondents gave higher likelihood-tohire scores for applicants who were more
educated and had more work experience in an vi experiment. Overall, Black applicants appeared to score
higher in the likelihood to hire. To note, the race of the employee was significantly associated with hiring
the Black exoffenders. For instance, White respondents seem to consistently be more likely to hire Black
applicants than White applicants.
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Abstract
Obtaining employment after serving time in prison is essential for successful
reentry after incarceration. However, Black men experience the highest rate of
unemployment in the United States, a trend that only intensifies after release from
custody. While there is extensive research correlating the high rate of Black male
recidivism with the negative influences of criminal acquaintances, community barriers,
obstacles to education, and racial inequalities that prevent successful reentries, there is
little literature surrounding the positive outcomes, for all parties, that arise from the
decisions of hiring managers or directors who offer second chances of employment to
Black men with a criminal past. This study examined organizations that hire Black men
with a criminal record in a region of Upstate New York using a quantitative survey
design. This study looked at what, if any, are the motivations behind organizations
offering employment opportunities to Black male ex-offenders and what, if any, is there a
connection to corporate social responsibility and hiring decisions regarding Black men.
The study failed to detect any significant differences correlated with the race of an
applicant on likelihood-to-hire responses moderated by the organization’s practice of
social responsibility. However, the data indicated that the three top motivating factors
were: (a) encouraging a better society; (b) ethical considerations: it is the right thing to
do; and (c) eliminating bias in the workplace, undergirded by the social responsibility
model. In addition, the findings also showed that respondents gave higher likelihood-tohire scores for applicants who were more educated and had more work experience in an

v

experiment. Overall, Black applicants appeared to score higher in the likelihood to hire.
To note, the race of the employee was significantly associated with hiring the Black exoffenders. For instance, White respondents seem to consistently be more likely to hire
Black applicants than White applicants.
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Chapter 1: Introduction
Meaningful work and a means of livelihood are fundamental requirements to
survival, social belonging, and life satisfaction for most adult humans across most
societies. While many people must sell their labor in order to survive and may not find
the work meaningful, the wages earned sustain their lives, at minimum materially,
through provisioning food, shelter, and clothing for themselves and perhaps family. One
might even argue that the right to pursue material survival is a basic human right.
It is well-known that there are direct correlations concerning increased rates of
redundancy and rates of crime (Ajimotokin, Haskins, & Wade, 2015). By most measures,
a high percentage of unemployment indicates a state or society that is, or soon will be, in
social crisis that will affect economic measures, morbidity and mortality rates, and
criminal activity (Ajimotokin et al., 2015), all of which become exacerbated when
challenges against procuring a livelihood threaten one’s survival, indeed, one cannot “put
bread on the table.” Beyond mere survival, further arguments can be made about the
effects on self-esteem, a sense of purpose and meaning, and respectability that are
compromised when a person cannot earn a living. These particular effects seem truer for
men, generally speaking, for whom a sense of manhood has been traditionally tied to his
ability to provide materially for his family. Such a social problem is one that societies
endeavor to rectify. How can employment rates be improved in order to mitigate the
social problems that are correlated with high rates of unemployment? The simple answer
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is to create more jobs; however, this is a process that takes time, hinging as it does on
myriad social, economic, cultural, political, and environmental factors, to name a few.
In the meantime, there is a cohort of unemployed people who are growing
increasingly desperate. Some may have the resources to rely on family or friends to
sustain them as they look for work. Not all are so fortunate, and these less fortunate
people are often found in already economically and socially stressed communities where
access to resources (e.g., transportation, jobs, support) is especially challenging.
Crime, to varying degrees, is a universal social problem. Generally, societies have
some formal means to apprehend and discipline those who violate their systems of laws
(Ajimotokin et al., 2015). In the best-case scenario, a person who has violated society’s
laws will serve a fair sentence to pay their debt to society and then will reintegrate into
society as a rehabilitated citizen, no worse for the wear and perhaps with something
gained from experience. Granted, persons with criminal records cause anxiety to the rest
of society, including potential employers, who are concerned about the association with
an ex-offender, especially if there might be a potential risk to person or property, as the
ex-offender has ostensibly already demonstrated a willingness to break not only formal
laws but social mores and norms.
Whether justice is fairly served, a sentence matches the crime, and rehabilitation
is effective is a matter of contestation. The United States’ justice system is a rather more
complicated system than most other modern nations in that the country is a republic of
self-governing states, with their own system of laws, as well as an overarching federal
system, which legislates and enforces its own system of laws that apply to the entire
nation, that is, laws of the land, as it were. Some demographic groups in this society
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believe the system is exemplary and that justice always prevails, while others experience
disparities in rates of arrest and incarceration (Alexander, 2010). Whether arrests and
convictions are unequivocally just, or whether certain populations in the country suffer
unfairly from disproportionate rates of arrests and the outcomes of a criminal past are
beyond the scope of this paper. However, the data show that Black men, in particular, are
arrested and serve time for crimes at a more advanced rate than other racial groups and
that once released, find it more challenging to secure employment and often end back
under the justice system’s supervision (Decker, Ortiz, Spohn, & Hedberg, 2014). Because
of the social and personal implications of sustained unemployment both individually and
within the community and society at large, the issue of high rates of unemployment in
reintegrated Black ex-offenders must arguably be of broader social concern.
Given the especially complicated system of jurisprudence in the United States,
which is discussed further below, and a racially segregated society that has spanned the
history of the nation, the United States is a country with profound disparities, especially
between races and socioeconomic classes (Noguera, 2017), owing to this particular
geopolitical, economic, and cultural history. These disparities manifest across a range of
domains, from access to educational attainment to average incomes, life expectancies,
and for the reasons of this research, access to employment, especially after serving a
prison sentence.
The U.S. Criminal Justice System
The U.S. criminal justice system is defined as a system of agencies and processes
established between federal and state guidelines, which operate cooperatively when
necessary, to regulate criminal activity and enforce consequences on people who violate
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established laws (National Center for the Victims of Crime, 2008). Depending upon the
jurisdiction, one who breaks the law will be prosecuted under either the state or federal
justice systems.
One entering into the system begins with law enforcement. This step includes
officers receiving a criminal testimony from victims and witnesses. After the report has
been made, an investigation of the criminal complaint leads to seeking and identifying the
evidence, completing the investigation, and arresting the suspect or suspects based on the
alleged crime committed. Once arrested or provided a citation to appear in court, the next
component is prosecution and pretrial. This step includes the prosecutor considering
charges or releasing the suspect. If the prosecutor decides to follow through with pressing
formal charges against the suspect, a first court appearance is held. The court appearance
involves reiterating the suspect’s rights that were provided when first arrested as well as
serves as an opportunity for the judge to review the evidence. In addition to the suspect
receiving information regarding their rights, the judge uses this court date to deny or set
bail or bond. Based on the crime, prosecution and pretrial also involves an initial hearing
or grand jury, which includes presenting the case before a jury of citizens. Lastly, this
component consists of the arraignment, which involves the suspect appearing before the
judge.
Following the prosecution and pretrial, the next component includes adjudication
or the trial process. This is when the suspect either enters a plea agreement, that is, pleads
guilty to the alleged crime to obtain a reduced sentence, or decides to take the case to trial
to be heard before the grand jury. After the adjudication component, sentencing and
sanctions follow a guilty verdict. The final component of the process, when necessary, is
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corrections. This component involves the incarceration of the criminal in a jail or prison
(Bureau of Justice Statistics, 1997).
Supervision refers to adults in the community who are on probation or on parole
as well as those who are incarcerated within state or federal prisons or local jails. In total,
6,613,500 were counted under supervision by the Bureau of Justice of Statistics (BJS) in
2016 (Kaeble & Cowhig, 2018). It is important to note that of these people under the
control and management of the correctional system, Black men are overrepresented more
than any other race (Nellis, 2016). The disproportionate rate of Black male incarceration
does not go unnoticed and is an indication that racial disparity is present today within the
criminal justice system (Alexander, 2010; Gramlich, 2018; Nellis, 2016). Black men are
faced with challenges even before entering the prison system, which may contribute to
their higher rate of incarceration. Alexander (2010) examined racism and Black men who
are targeted through the auspices of the War on Drugs and contends that the U.S. criminal
justice system is an operation of racial control. Hartney and Vuong’s (2009) research
indicates that African Americans, specifically men, are more likely to be given a harsher
sentence than Whites.
Recidivism
The definition of recidivism has shifted over time, and in 1994, the BJS
highlighted the word “recidivism” as one without one single definition. In the late 20th
century, recidivism meant falling back into criminal behavior after incarceration or
another justice-system penalty (Ruggero, Dougherty, & Klofas, 2015). More recently, the
definition has come to encompass the terminologies used to describe repeated illegal
behaviors. For example, the BJS’s definition of recidivism includes three criteria:
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freedom from imprisonment, program completion, or transferred to probation (Kaeble &
Cowhig, 2018). This means that the BJS’s definition delineates several timeframes in
which recidivism might occur (i.e., right after release, after program completion, while on
probation). Recidivism reference points are subsequent arrests, arrests for a crime,
convictions resulting from arrest, or new convictions ensuing arrest. For the purposes of
research, offenses must occur within a set time period since release, such as within 6
months, up to 5 years (Kaeble & Cowhig, 2018), although the timeframe criterion
depends on the line of inquiry of a particular study. To be sure, the definitions used for
recidivism will influence the methodologies and analyses of a given study.
Quantifying recidivism. The way in which recidivism is measured varies
depending upon the population being studied. Typically, recidivism is measured within a
particular timeframe, highlighting criminal behaviors that lead to rearrests, reconvictions,
and/or repeated incarcerations (U.S. Sentencing Commission, 2016). The National
Institute of Justice (2014) reported that recidivism is assessed by instances of returning to
jail or prison for a new crime. Other measures include ex-offenders who have violated
probation or parole. Consequently, while recidivism data fluctuates depending on the
population studied, the timeframe of a study also influences these measures and their
results.
The racial inequalities leading to the significant disparities in entry into the
criminal justice system do not end once Black men are released from prison (Pager, 2003,
2005; Pager & Pedulla, 2015). Results indicate that after releasing from prison, the White
male rate of recidivism is 73.1%, and the Hispanic male rate is 75.3%, both of which are
lower rates than that of Black offenders, whose rate of recidivism is 80.8% (Durose,
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Cooper, & Snyder, 2014). Jung, Spjeldnes, and Yamatani (2010) highlighted that within a
12-month period, Black males were 12% more likely than White males to reappear in
prison, and Black males were 15.7% more likely than White males to return to custody
within a 24-month period. The high rate of Black males reoffending suggests that many
of these ex-offenders seem to be ill-prepared for life after prison.
Factors leading to recidivism. Depending on the context of the research, various
factors are combined with an increased rate of recidivism. These factors include criminal
acquaintances, community factors, education, and racial disparities. Each of these is
discussed further below.
Criminal acquaintances. Bushway and Apel (2012) have demonstrated that the
association between released ex-offenders and previous criminal acquaintances increases
the risk of returning to criminal activities. These researchers argue that ex-offenders who
reconnect with previous criminal partners are exposed to, and perhaps tempted toward,
criminal behaviors, leading to a greater chance of reoffending. Ex-offenders who return
to their same social groups after being released from confinement are subjected to
reverting to old (or new) criminal behaviors and, thus, recidivism. In sum, ex-offenders
who spend time around previously known friends who are or were involved in criminal
activity are at risk of illegal activity.
Community factors. Community factors contribute to the constant challenges exoffenders face within their neighborhoods and which may include spending time with
criminal acquaintances. Returning to communities that suffer from certain socioeconomic
or structural disadvantages complicates what is already a challenging time in an
offender’s life and makes for difficult reentry. These disadvantages, or limitations,
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include improper housing, such as having to live on an acquaintance’s sofa, even
becoming officially homeless, and having little support from community members who
are already frustrated and frightened by the crime in their neighborhoods. Once released,
ex-offenders often return to the disadvantaged areas from which they came (Herbert,
Morenoff, & Harding, 2015).
Education. While environmental factors add to the percentage of recidivism, the
educational level of an ex-offender also adds to the soaring rate of recidivism. Lockwood,
Nally, and Ho (2016) conducted a follow-up analysis on released ex-offenders and
examined the risk factors for recidivism by exploring correctional education or
educational opportunities available to inmates while incarcerated, as well as employment
obtainment after incarceration. According to the study, 36.7% of ex-offenders have no
high school education upon release, 50.1% of ex-offenders are released with a high
school diploma or equivalent, and 4.3% of ex-offenders are released having earned a 2year degree. This pattern is observed even when educational programs exist within
correctional facilities. Education plays an important role in ex-offenders’ success upon
reentry to society (Owens, 2009). Owens (2009) suggested that access to college-level
education opens opportunities for employment for ex-offenders. When speaking with
potential employers, ex-offenders with a college education offer a definite asset and
skillset in terms of their educational background and perhaps decrease the stigma of
having a criminal record. Owens demonstrated that obtaining a college education
possibly decreases the rate of recidivism.
Another avenue for obtaining an education is correctional education, which
provides those incarcerated with skills to find employment once released (U.S.
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Department of Education, 2017). Correctional education is a form of schooling to help
inmates obtain education and/or skills training while incarcerated. These skills include
high school or GED education, secondary education, vocational training, and training for
life skills. Davis, Bozick, Steele, Saunders, and Miles (2013) showed a reduction in the
rates of recidivism for inmates who obtained a correctional education compared to
inmates who did not. Those who obtained an education while in prison showed a 43%
reduction in their recidivism rates. Further, inmates who availed themselves of
correctional education showed a 13% growth rate in finding work after release.
Racial disparities in recidivism. When comparing race and ethnicity, minorities,
specifically Black males, constitute the highest proportion of the incarcerated populace in
the United States. The U.S. prison system has evolved into a modern system of mass
incarceration in which recidivism rates split along racially disparate lines (Duvernay,
2015; McGovern, Demuth, & Jacoby, 2009). Research data continue to demonstrate
Black males as the group most vulnerable to recidivism (Reisig, Bales, Hay, & Wang,
2007; Wang, Mears, & Bales, 2010; Wehrman, 2010). These patterns of racial inequality
create higher probabilities for Black male ex-offenders to be unemployed and to have
higher recidivism rates. Evidence of racial disparities connected with Black male
recidivism, with one out of three Black males, one out of six Latino males, and one out of
17 White males sentenced to prison. There is persistent evidence of racial disparities
related to prison, within the criminal justice system (Mauer, 2011).
The growing rates of incarceration have powerfully impacted Black males
(Morenoff & Harding, 2014). Since the early 1970s, laws, and sentences have changed, a
shift that can be correlated with this increased incarceration rate for Black men (Morenoff
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& Harding, 2014). In 2011, the total state and federal prison populations comprised over
1.5 million inmates (Morenoff & Harding, 2014). Minority populations dominate the
federal and state penal systems. For example, Black males specifically highly represent
the national prison populace (Hattery & Smith, 2014). Further, Black males recidivate at
the highest rate compared to any other ethnic group (Durose et al., 2014; Kroner &
Yessine, 2013).
Obtaining Employment after Incarceration
A large number of ex-offenders come into contact with unemployment or
underemployment following release. Ultimately, once released from prison or jail,
employment choices, as well as salaries, often decrease for individuals with a criminal
record. Often, ex-offenders experience barricades such as discrimination while trying to
obtain employment due to their criminal backgrounds, education levels, and previous
work histories (which are sparser due to the time spent in correctional facilities rather
than working) (Lukies, Graffam, & Shinkfield, 2011). Curtis, Derzis, Shippen, Musgrove,
and Brigman (2013) state that ex-offenders’ long-term goals for successful employment
are often unattainable as many employers do hold prejudices against or criteria for work
regarding these factors (Lukies et al., 2011).
Hiring new employees to work within an organization is a time-consuming and, at
times, overwhelming task for hiring managers. Often it is the organization’s obligation to
screen potential employees before making the hiring decision. With this responsibility,
many employers become cautious about who they employ. With the responsibility of
screening new employees within an organization, ex-offenders often face unemployment
due to negligent hiring liability laws. Based on the terms and conditions, liability is a
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major concern when organizations are making efforts to hire ex-offenders (Lageson,
Vuolo, & Uggen, 2014; Watstein, 2009).
According to Anzilotti (2018), only 12.5% of businesses admit willingness to take
applications from an applicant with a criminal past. Even though this is a low rate of
opportunity, some ex-offenders do obtain employment after release. This new outlook on
the part of managers who hire ex-criminals has been presented as progress in the business
world (Stern, 2018). As an example, Greystone Bakery, a company located in Yonkers,
NY, follows a model of not discriminating against any applicant, thereby providing
opportunities for ex-offenders (Anzilotti, 2018). Clean Craft, a janitorial service company
in Upstate New York, also offers second chances to ex-offenders. They utilize a holistic
approach when selecting a candidate. For example, a criminal background does not
preclude hiring, as the hiring decision is based upon the applicant’s previous work
experience as well as his or her perceived character, such as integrity, as demonstrated
during the interview process. The decision to hire is based on whether the individual is a
good fit for the company. Although these are some highlighted success stories of exoffenders gaining employment, typically it is not the norm for Black male ex-offenders.
These challenges in finding employment after incarceration are compounded for
Black men. Black males with a criminal background encounter the problem of obtaining
employment that offers a sustainable income, and when not achieved, the lack of
employment often results in the temptation to commit illegal infractions once again
(Clunis, 2011; Pettit & Lyons, 2009). Despite knowing the benefits of employment for their
communities, companies are still less likely to employ ex-offenders, and Black males suffer
from this discrimination at disproportionate rates (Pager, 2003a, 2003b; 2005; Pager &
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Karafin, 2009; Quillian, Devah, Ole, & Arnfinn, 2017). Pager, Western, and Sugie (2009)
highlighted that Black males with a criminal past are offered employment at a 10% rate
unequal to the 22% rate for White males with a criminal background.
While employers indicate they are ready to hire those with a criminal past,
experimental audit studies show they are excluding Black males with a criminal record
while employing White males, despite stating they would (Pager, 2003a, 2003b, 2005;
Western, & Bonikowski, 2009; Quillian et al., 2017). Pager, Western, and Sugie’s (2009)
experimental study matched Black and White men and had them apply for low paying
positions in person such as food services positions. Using identical resumes, with race
being the only difference, Black male confederates were excluded at a rate of 60% and
were thus at a significantly greater disadvantage in terms of achieving employment than
White confederates, who were excluded only at a rate of 30%, despite the identical
applications between the two groups.
This reluctance to hire previously incarcerated individuals amplifies the concern
of double victimization of Black males with a criminal past, who experience a lower than
average chance of being hired. Double victimization, in this case, refers to individuals
identifying as Black, who also has a criminal record (Siegel, 2011).
In sum, in some cases, hiring employers highlight liability as an apprehension
when employing those with a criminal background; however, with the same criminal
history, White males are more at an advantage when seeking employment over Black
males. (Pager & Pedulla, 2015; Quillian et al., 2017). The liabilities for employers who
hire ex-offenders include being held accountable for criminal acts or omissions if an
individual with a criminal background commits a crime during the employee’s period of
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employment (Goodwill Industries International, 2007). Further, what employers might
say they would do regarding hiring an applicant with a criminal past versus what they do
in a real hiring situation is an example of the discrimination that those with a criminal
background encounter (Pager, 2003a, 2003b, 2005; Quillian et al., 2017). As a result, this
impacts employment as well as socioeconomic opportunities for those persons of color,
specifically Black males, with a criminal background.
EEOC Interventions
Given these challenges in finding employment, even without a criminal record,
which are disproportionately compounded in cases when one inhabits a marginalized
status in society, the U.S. Equal Employment Opportunity Commission (EEOC), a
federal agency devoted to enforcing the laws on illegal discrimination in hiring, has
contested discriminatory practices in companies through lawsuits and settlements. Under
the Commission, American law defines discrimination as:
any act or failure to act, impermissibly based in whole or in part on a person's
race, color, religion, sex, national origin, age, physical or mental handicap, and/or
reprisal, that adversely affects privileges, benefits, working conditions, results in
disparate treatment or had a disparate impact on employees or applicants (U.S.
National Archives and Records Administration, n.d, p.1).
Described below is one out of many cases from recent years, as the fact that there
are ongoing cases attests that prejudice in hiring and employment procedures is
problematic and one that the data show affects Black men in particular, with or without a
criminal record. If this population is indeed disparately affected by discriminatory hiring
and employment practices, it can be argued that recidivism continues to be a problem
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directly because of its strong correlation with lack of employment opportunities for excons transitioning back into society (Tripodi, Kim, & Bender, 2010).
Hartstein, Fliegel, McGovern, and Mora (2012) discussed a lawsuit that was
pending, at the time of their publication, in the Federal District Court, Equal Employment
Opportunity Commission vs. Freeman. The report highlights employers across the United
States who engaged in illegal discrimination by denying employment to African
American male employment applicants (Hartstein et al., 2012). In 2012, the EEOC
announced a $3.1 million settlement showing that the employers refused to accept over
300 Black American job candidates, given their criminal history, although the same
censure was not directed against White applicants with similar criminal histories. In
addition, another $450,000 settlement was provided for 81 African Americans who were
denied employment because of the employers’ no felony conviction policy (Hartstein et
al., 2012).
As this suit demonstrates, fighting discriminatory practices in hiring and
employment is an ongoing effort. Despite the vast sums of money and restitution required
by companies to ameliorate the violations, the EEOC continues to find its hands full
(U.S. Equal Employment Opportunity Commission, 2019), despite the reassurances of
the 14th Amendment of the Constitution, ratified in 1868, assured that:
All persons born or naturalized in the United States, and subject to the jurisdiction
thereof, are citizens of the United States and the State wherein they reside. No
State shall make or enforce any law, which shall abridge the privileges or
immunities of citizens of the United States; nor shall any State deprive any person
of life, liberty, or property, without due process of law; nor deny to any person
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within its jurisdiction the equal protection of the laws. (United States of America,
1789, n.d. p.1)
Despite the intentions and goals of this addition to the Constitution, bringing this
justice to fruition has been a laborious and ongoing process. The discriminatory practices
against Black ex-offenders, when compared to White, and controlled even for the nature
of the crimes for which they served, suggest that further efforts can, and arguably should,
be made.
Problem Statement
The problem remains that those with a criminal past have a low to no chance of
obtaining a job after their release. The problem is gravest for Black males, who
experience the weakest opportunities of all for securing employment after incarceration
(Lockwood et al., 2016). There is limited research surrounding the factors that lead to
success when a Black ex-offender does succeed in finding employment. The literature
continues to understudy the motivations of employers to elect to offer jobs to Black males
who carry a criminal record. Please see Appendix A for Definition of Terms.
Theoretical Rationale
A considerable amount of existing literature on criminal backgrounds and the
labor market concentrate on the effects of ex-offenders securing work and the racial
disparities that are evident in the different rates of obtaining employment after release.
This dissertation examined one of the most critical factors: hiring managers and/or hiring
directors who offer Black male ex-offenders employment opportunities. The theoretical
foundation that guided this study is a reinvigoration of Bowen’s 1953 corporate social
responsibility (CSR) theoretical framework.
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Corporate Social Responsibility
The CSR framework is one that is based on “the commitments of businessmen to
follow those policies, to make those decisions, or to follow those lines of action which
are desirable in terms of the objectives and values of our society” (Bowen, 1953, p. 6).
CSR is the commitment by businesses to act responsibly by incorporating both social and
ecological concerns into their businesses (Fontaine, 2013). The components of CSR
support the obligation businesses have toward society as well as specific groups (Peterson
& Jun, 2006). Bowen’s (1953) framework of CSR has added value to the discussion
surrounding corporate obligations to consider the concerns of consumers, personnel,
investors, and communities within their daily corporate operations (Gokulsing, 2011;
Omran & Ramdhony, 2015).
According to Kotler and Lee (2004), six resources yield a positive impact on an
organization. First, to build awareness and to address social concerns, corporations must
provide funding for a reasonable cause. Second, organizations must dedicate to providing
a proportion of their revenue to a specific object or reason based on merchandise sales.
Third, businesses are required to support campaigns that enhance health, security, and
society overall. Fourth, organizations must donate to charities. Fifth, corporations must
support other businesses. Lastly, corporations should adopt and conduct flexible business
practices (Kotler & Lee, 2004; Omran & Ramdhony, 2015).
Carrol (1991) explained that CSR has evolved from its original focus on
economic and legal concerns to encompassing an emphasis on the dynamics of ethical
and philanthropic views. Carrol (1991) noted that ethical responsibilities in CSR
exemplify principles, rules, and outlooks that are based on a reflection of what buyers,
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personnel, investors, and society at large consider reasonable and fair. Therefore, to gain
insight into companies that hire Black males with a criminal record, CSR could provide a
framework to discern whether employers offer ex-offenders jobs based on an ethical
responsibility of their business to consider the best interests of their communities.
The CSR framework is the foundational element for this research because it is
imperative to evaluate hiring directors’ and /or hiring managers’ motivations regarding
the hiring processes related to employing formerly convicted Black men. Depending
upon their reasons for offering such employment opportunities, the ethicalresponsibilities component of CSR may align with the organization’s decision-making
practices and can potentially offer an effective framework within the organization for
instituting more formal policies regarding hiring ex-offenders in general.
Statement of Purpose
This study's purpose was to examine the hiring practices of organizations that
offer employment opportunities to Black males with a criminal past after incarceration.
This study aimed to explore the contextual factors leading to organizations in the Greater
Rochester, New York area, to employ Black males with criminal histories. The results
from this study provided insight for possible changes in organizational hiring policies and
procedures when considering Black male ex-offenders as employee candidates. By
exploring the organizational processes when employing Black male ex-offenders, the
study provides an in-depth investigation into a heretofore-unexamined facet of local
economies and communities and contributes to our knowledge in relation to the
association amongst the corporate, social, community, and individual interests regarding
community members with criminal histories.
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Research Questions
To understand the decision-making processes of organizations when hiring Black
male ex-offenders, the questions guiding this research were:
1. Does the notion of corporate social responsibility play a part in the
motivation-to-hire Black men with a criminal record?
2. What additional factors motivate organizations in Upstate New York to hire
Black men with a criminal record?
Secondary Research Questions:
•

SQ1. Are there differences in likelihood-to-hire responses as a function of the
education level/work experience of the applicant?

•

SQ2. Are there differences in likelihood-to-hire responses as a function of the
criminal history differences of the applicant?

Potential Significance of the Study
Gaining a deeper understanding of the contextual factors that are considered
during the hiring decision-making processes for Black male ex-offenders in the Greater
Rochester, New York area is most significant in this study. A further point of inquiry to
the study was whether Black male ex-offenders obtain employment at all. Ex-offenders
who cannot find employment may relapse into previous unlawful behaviors. Research
highlights unemployment barriers against ex-offenders who have inadequate education,
minimal work skills, and a lack of previous work history (Lockwood et al., 2016). While
there are many obstacles hindering ex-offenders from gaining employment after
incarceration, research suggests employment is the most significant correlate to reducing
recidivism (Cherney & Fitzgerald, 2014). This study is significant to the business
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literature because it provides data from organizations that hire Black male ex-offenders
and offers insights into relevant considerations during the hiring process. The study
findings may also offer ways to reduce the recidivism rates of Black male ex-offenders.
Chapter Summary
Research has demonstrated that Black males struggle to find employment after
incarceration (Fryer, Pager, & Spenuch, 2013; Pager, 2003a, 2003b; Pager & Karafin,
2009; Pager & Pedulla, 2015; Pager & Shepherd, 2008; Pager, Western, & Bonikowski,
2009; Pager, Western, & Sugie, 2009). Research has clearly demonstrated the extent of
racial inequalities within the criminal justice system and the employment world. The rate
of Black male recidivism is higher than the rate for any other ethnic group (Hartney &
Vuong, 2009; New York State Department of Criminal Justice Services, 2013; West,
2010). Evidence supports the argument that not finding employment is one of the most
often-stated reasons for Black males returning to activities that led to their incarceration
in the first place. It is after the time of release that many ex-offenders require “strong
community support networks and comprehensive services, both of which are lacking in
the urban areas to which most former prisoners return” (Visher & Travis, 2011, p. 42).
Ex-offenders, particularly Black males with a criminal record, face challenges
because the typical hiring administrator has limited to zero interest in employing an exoffender at their place of business (Social Solutions, n.d.). It is clear that “the stereotypes
of ex-criminals existence dishonest and dangerous have permeated all industry” (Social
Solutions, n.d., para.1). While much is known about recidivism and unsuccessful
employment after release from prison or jail, not much is known about why some
organizations do offer Black males with criminal records employment.
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The theoretical lens, corporate social responsibility, supports whether employers
offer Black male ex-offenders jobs centered on moral standards within their business.
Chapter 2 analyzes the literature on the impact of criminal records and the organizational
perspectives of ex-offenders in the United States. Chapter 3 presents the research
methodology employed for this study, while Chapter 4 explains the findings. Chapter 5
discusses the implications of these findings and links them to the broader literature,
while posing future possibilities for research and real-world applications.
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Chapter 2: Review of the Literature
Introduction and Purpose
Ex-offenders released from prison face pressure to adapt back into the community
and become successful members of society. Challenges, such as finding post-release
work, could lead many ex-offenders to offend again and return to prison. Indeed,
employment attainment is one of the best indicators for successful reentry into society
after release. Becoming employed after incarceration has been shown to reduce the rate
of recidivism, leading to a more productive life for the ex-offender, not to mention, his
community at large. Literature examining the impacts of unsuccessful employment on
recidivism as well as the effects that a criminal record has on the hiring process is offered
in this chapter. In addition, this chapter provides a literature review of employers’
perceptions of factors that hinder or support hiring ex-offenders.
The literature review explores the current key themes of this research project
regarding (a) Black men and employment; (b) the impacts of a criminal record on
employment; (c) organizational perspectives, defiance, and fears; (d) ban the box (BTB);
(e) factors that hinder or support hiring ex-offenders; and (f) the connection between exoffenders becoming employed and recidivism. Each of these themes provides a synopsis
of the challenges Black men without a criminal background encounter as well as the
challenges encountered by Black men who consume a criminal past. Also, an overview
regarding the effects of the “ban the box” (BTB) policy, which refers to advocacy efforts
by activist groups to remove the box on employment application forms inquiring whether
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a job applicant has a criminal background. The research examined in this chapter reveals
a gap in the literature regarding organizations that are motivated to offer a chance of
employment to Black men who have a criminal record.
Black Men and Employment
Researchers have conducted rigorous experimental studies to determine the bias
against Black or Latino people’s employment in the United States over the past 25 years.
These results have been meta-analyzed recently, and these results are encapsulated at the
end of this segment. However, we begin this section with one of these studies to illustrate
how carefully these experiments are performed in real-life conditions and how powerful
their experimental evidence is.
Pager, Western, and Bonikowski’s (2009) research aimed at demonstrating, via
experimental methods, that racial discrimination against hiring Black men, particularly
those who have a criminal record, is real. In their study, a field experiment was shown to
uncover racial unfairness in the low-paid labor market in New York City. The study
measured the number of return calls received by White men for a job interview compared
with return calls received by Black men. The research design used an audit experiment
that employed matching testers to pose as applicants applying to several open, entry-level
professions throughout New York City throughout a 9-month timespan. The participating
individuals of both races were matched by age and physical attractiveness, as well as
communication abilities and interactional patterns. Samples of both races were allotted
identical fictional resumes that highlighted the same educational achievement, job
experience, community residence, and past criminal offense. In experimental designs,
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testers who are trained by the research team to pretend to be someone for the sake of the
study are known as confederates or research actors.
The hypothesis tested was that the hiring managers’ decision-making processes
might be based in part, or even solely, on race. This hypothesis was supported by the
experimental data (Pager, Western, & Bonikowski, 2009). For example, in the study, a
Black male tester with no criminal record was sent to a dealership to apply for a sales
position. Soon afterward, a White male tester was sent to the dealership with the same
qualification; however, he indicated that he was an ex-felon. During his interaction with
the hiring manager, the Black male’s application was dismissed, and he was informed
that the company was only hiring those applicants with experience in direct auto sales.
In contrast, the White man with a criminal background received a job offer. The
White man was told by the hiring manager, “I have no problem with your conviction; it
doesn’t bother me. But if I find out money is missing, or you’re not clean or not showing
up on time, I have no problem ending the relationship” (Pager, Western, & Bonikowski,
2009, p. 31). As the researchers pointed out, White applicants were given the benefit of
doubt.
In sum, Whites confederates with a criminal record achieved optimistic outcomes
of 17.2% of 169 employment applications, compared with 15.4% for Latinos without a
criminal background and 13% for Blacks also without a criminal history (Pager, Western,
& Bonikowski, 2009). The White confederate’s racial advantage reduces significantly in
this comparison; however, White confederates with a criminal past are superior, by 2% to
5%, than confederates with no criminal background (Pager, Western, & Bonikowski,
2009).
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Thus, Pager, Western, and Bonikowski’s (2009) experimental findings prove that
being Black reduces the chance of receiving an employment offer by about the same
percentage as having a criminal background does for White people. A long history of
oppression and discrimination, particularly against Black men, has led to the current
circumstances where we find such disparities in hiring practices or the privileging of
White ex-convicts over clean Black applicants.
Per the beginning of this section, Pager, Western, and Bonikowski’s experimental
work are just one of many similar studies, which have been conducted over the past 25
years. It was included in a recent meta-analysis of similar field experiments that
summarized information from 26 field experiments conducted since 1989.
The purpose of the meta-analysis was to explore if there was a shift away from
employment discrimination contrary to African Americans and Hispanics over this time
period (1989-2015). While many American scholars have argued that there has been a
significant decrease in racial discernment in employment decisions over time, there was
little experimental evidence to demonstrate whether this was the case or not until this
meta-analysis was performed. On the contrary, the meta-analysis showed that employers
discriminated against Black and Latino people in the United States at comparable rates
over the 25-year period. In fact, Quillian, Pager, Hexel, and Midtboen (2017) showed
that discrimination against Blacks has not declined during this time; on average, White
confederates received 36% (95% CI 25%- 47%) more callbacks than equally qualified
African Americans confederates, based on a random-effects meta-analytic regression
model. The situation was a little less disparate for Latinos with White confederates
receiving, on average, 24% (15%-33%) more callbacks than Latinos.
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Collectively, these studies prove beyond any doubt that there is discrimination in
the majority of hiring managers’ decision-making processes. The explanation for these
findings has focused on hiring managers’ lack of awareness of White privilege (Pager &
Quillian, 2005). Does this unawareness of White privilege lead employers to a priori
consider Black applicants NOT to be the best for the job? One might speculate this is the
case, but without reliable data, it remains speculation. Research is necessary to
understand how hiring managers think they remain personally unbiased, while
experimental evidence proves they do not.
Impacts of Criminal Record on Employment
Laws and workplace policies requiring individuals to report criminal records have
appeared as a critical challenge when it comes to the hiring-decision process (Agan &
Starr, 2017; Lageson et al., 2015). This section reviews the literature that shows
employers’ unwillingness to hire individuals with criminal backgrounds, resulting in
immediate rejection of applications on which the box for criminal history has been
checked “yes.” Ex-offenders are in a position where they are less likely to obtain
employment because they must indicate on an employment application that they have a
criminal past (Doleac & Hansen, 2016).
Agan and Starr (2017) conducted a quantitative field study in New Jersey and
New York City to assess the effects of a criminal background on gaining successful
employment. The study intended to explore the first stage of the hiring process for
managers at entry-level jobs that required no college degree. For example, the first stage
of the employment practice was investigated by reviewing the number of callbacks from
participating managers responding to submitted job applications for entry-level jobs. The
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methodology posed fictitious young male applicants who were arbitrarily allocated a
criminal felony record of drug or property crime convictions. Participants submitted
applications to 1,426 restaurants and/or retail establishments. Other randomizations were
established by distinctions between race, such as Black or White, basic education, such as
high school diploma or a GED, and whether there was an employment gap.
Agan and Starr’s (2017) findings indicated that in New York City, applicants
without a criminal record received 80% of returned calls over those with a criminal
record. In New Jersey, the variance was 45% more callbacks for applicants without a
criminal past. The study addressed the interaction between the hiring decisions as they
related to individuals with a criminal background as well as correlated whether employers
based their decisions on a specific felony conviction. They argue that their study
complements the current empirical literature by presenting evidence of how those with a
criminal background are confronted with barriers to work after incarceration. The study
shows that checking a box to indicate having a criminal past reduces opportunities for exoffenders to impress hiring managers with their skills and competencies. Contrary to the
studies described above (Quillian, 2009), these findings indicate that the conviction effect
is a little more substantial for White contenders at 5.7 percentage points, whereas Black
applicants demonstrate an impact of 4.5 percentage points. In summary, these findings
support that equally in New York City and New Jersey, whether the crime that led to a
conviction was minor or major, a criminal record harms the hiring managers’ decisions to
offer callbacks to job applicants.
In an effort to discern at a more granular level whether the kind of conviction is
correlated with hiring decisions, Uggen, Vuolo, Lageson, Ruhland, and Whitham (2014)
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conducted a study to assess if low-level criminal convictions hurt the hiring decisions.
The drive for this research was to gain insight into whether hiring managers considered
different convictions that were deemed to be inconsequential misdemeanors versus
felonies, new versus older crimes, or sentences rather than dismissals, as well as what
kind of offense altogether was in question when making their hiring decisions. In other
words, Uggen et al. (2014) examined the different nuances and implications of having a
criminal background. Their study consisted of one-on-one interviews with 48 hiring
managers from a variety of industries out of the 100 employers contacted. The authors
noted that the managers making the hiring decisions were predominantly White males.
The interview questions focused on learning more about hiring procedures, the use of
background checks, and the organization’s overall culture. These findings indicate that
low-level criminal convictions result in less stigma against applicants compared to felony
convictions, a finding that might be expected. However, at issue is why hiring managers
might hold fewer reservations against lower-level convictions. Is it a perception that the
future employee is less dangerous? More able to be rehabilitated? That the crime was
more likely to have been a youthful mistake? Or even the result of systemic prejudices?
These authors do not unpack the rationale for hiring applicants with more minor
criminal histories, a gap in the field of inquiry that deserves attention. In other words, the
participant was saying that regardless of how well an applicant does during an interview,
if he had been convicted of a felony, he was automatically disqualified from the hiring
pool, based on the policies of that particular organization. The findings show the callback
rate was 34.7% for Whites, while Blacks who reported no arrest record had a 27.5%
follow-up call rate versus a 23.5% callback rate for those who reported an arrest. The
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data showed that there was a difference of 4% for those who reported being arrested for
misdemeanor charges compared to those with no criminal history. This held true for both
ethnic groups. Black men with low-level criminal records experienced a lower callback
rate for interviews compared to White men with an equivalent low-level criminal past
(Uggen et al., 2014).
In sum, there is an association between race, criminal history, and employment
opportunities. Both qualitative and quantitative studies repeatedly demonstrate Black men
have a subordinate chance of obtaining employment post-release. What is in question is
how organizations think about ex-convicts as employees and why they may or may not
find them desirable. Unpacking these rationales can lead to a better understanding of how
to help ex-convicts transition successfully back into society.
Organizational Perspective
Several studies have endeavored to discover how different organizations consider
applicants who disclose criminal history. Lageson et al. (2015) examined the social
foundations of workplace validity in order to pronounce how managers considered a
candidate with a criminal background. They intended to explore hiring executives’
decision-making processes and to gather information regarding how their decisionmaking techniques affected applicants with criminal histories. Similar to the Uggen et al.
(2014) study, interviews were conducted with 48 hiring managers, examining hiring
practices and organizational culture. The authors noted that the hiring-decision process
for an individual with a criminal background was based on whether the manager followed
a “rational systems” approach or “natural systems” approach. A rational systems
approach consists of business policies dictating which criminal records are acceptable,
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while a natural systems approach relies on the discernment and judgment of the hiring
manager, rather than formally instituted corporate policies, to assess the severity of the
criminal record and the quality of the applicant (Lageson et al., 2015).
Lageson et al. (2015) noted that companies that follow a rational systems
approach are often given direct direction (specifically, yes or no answers) regarding how
to hire applicants with a criminal background. In addition, following a rational systems
approach, many organizations are not allowed to employ contenders with any form of
criminal history as the disclosure of such a history would lead to automatic
disqualification based on company policy. For example, the authors noted that a human
resources manager who was employed by a home for developmentally delayed people
explained: “We are authorized by the state which makes our hands tied when it comes to
the rules of hiring those with a criminal past, and that’s just the way it is” (Lageson et al.,
2015, p. 15). Some of the hiring managers reported they were unable to hire an exoffender for a position where state licenses are required.
Companies that follow a natural systems approach of hiring a person with a
criminal past are based on the risks that the company is willing to take. For instance, the
researchers explained that a manager from a restaurant stated, “I have never turned away
anyone based on their criminal record, it has always been because of their record and
other things” (Lageson et al., 2015, p. 15). In making this comment, the participant was
suggesting that other factors, not related to the criminal record, contributed to exoffenders not getting a job. On the other hand, liability is a major concern when
attempting to employ somebody with a criminal past. For instance, a manager from a
hotel expressed that a possible charge of negligence is considered when employing those
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with a criminal background; the administrator stated, “if I were to hire a sex offender and
he was to be found lurking in the pool area where we have children, I’d be in big trouble”
(Lageson et al., 2015, p. 16). In making this comment, the participant urged the
researchers to understand the possible concern of hiring some ex-offenders based on their
specific crimes. The Lageson et al. (2015) study findings concluded that hiring
companies assess risk factors of employing people with a criminal background. In
addition, the findings indicate that some corporations put explicit standards into place to
guide their hiring managers’ decisions. The findings also show that some organizations
are provided with strict policies regarding the hiring, or not, of ex-offenders (Lageson et
al., 2015).
The natural systems approach, following its name, comes to its decisions
organically, following the broader social trends of racism or social justice, and which
would be correlated with the trends of the local community. In terms of policies, there
may be more prominent, broader issues at stakes, such as insurance or corporate policy
that have no foothold in local concerns and issues.
Swanson, Langfitt-Reese, and Bond (2012) studied the hiring decisions that
companies made and their attitudes toward individuals with a criminal past, and
specifically a felony record. The purpose of the study was to identify if employers would
hire felons at a statistically significant rate and if there was a difference in the hiring
companies’ patterns. Specifically, the researchers wanted to gain insight into what
condition was the most influential in a hiring manager’s decision-making process when
considering individuals who had committed a felony. This study adds nuance to this field
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of inquiry because it viewed the dynamics of how employers assess applicants who had
more severe criminal histories.
After gathering data from 128 interviewed employers, which included
corporations (34%), nonprofits (6%), and independently owned businesses (60%),
Swanson et al. (2012) found that 63% of these employers had willingly hired at least one
individual with a criminal record, namely a felony conviction, a finding that was more or
less evenly distributed among the types of businesses represented, with 55% of
corporations, 57% of the nonprofits, and 66% the independently-owned companies hiring
an ex-felon. Independently-owned companies remained no more likely to have hired
somebody with delinquency than firms. (Swanson et al., 2012).
The research showed that employers suggested that the hiring of ex-convicts
hinges on their eye contact during the interview, and if applicants had prepared to discuss
their job skills along with the reason for their criminal record (Swanson et al., 2012).
Employers were interested in hiring individuals with a felony if they appeared to express
taking responsibility for the crime they committed (Swanson et al., 2012). The authors
noted that there are a limited number of businesses that have strict policies prohibiting
hiring managers from offering ex-offenders with a felony conviction an opportunity for
employment. More than 60% of the employers stated that there were no formal policies
in place prohibiting the hiring of ex-felons, while 18% did admit a formal policy. Of the
other employers, 9% did have procedures in existence concerning the type of conviction,
and 4% had theories about the dimension concerning the quantity of time served.
From the perspective of the proprietors, it appears that fear and liability play a
major role in hiring decisions. In addition, it seems that some crimes weigh heavily over
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other crimes. Although some employers hire a single individual within their company
willingly, these cases are the exception, and the data showing a persistent trend of exoffenders struggling to obtain employment continue to dominate.
BTB—Ban the Box
The “box” in the term ban the box (BTB) refers to the inquiry on employment
applications that ask prospective employees about past criminal charges. The ban-thebox, or the fair-chance policy, implemented by the U.S. Federal Government, prohibits
employers from asking this query, or any additional questions about criminal history on
job submissions. BTB was implemented in hopes of providing individuals with a criminal
past a standing chance when seeking work opportunities (Doleac & Hansen, 2018) by
preventing hiring managers from reviewing an ex-cons criminal history early in the
application process. These researchers argued that the policy was designed to help
decrease racial inequalities in the employment sector; however, other researchers have
also argued that this policy appears to be more harmful than helpful (Stacy & Cohen,
2017).
A quantitative study conducted by Doleac and Hansen (2018) questioned whether
the BTB policy facilitates or inhibits job opportunities, especially for minorities. Doleac
and Hansen examined the policy and the timeframe in which BTB was implemented in
several states. They examined the outcomes of employment opportunities after the BTB
policy was applied. The authors noted that they specifically focused on Black and
Hispanic males amid the ages of 25-35 with limited job skills (Doleac & Hansen, 2018).
Despite the ostensible purpose of the federal ruling, Doleac and Hansen’s (2018)
findings, in fact, show an increase in racial disparities since the policy was implemented.
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With the BTB policy in place, it seems employers tend to judge applicants with
stereotypes and bias, presuming that applicants of color, a priori, have a criminal history
(Doleac & Hansen, 2018). For instance, after the BTB policy was applied, the probability
of employment decreased for Black males at a momentous 3.4 percentage points (5.1%)
and Hispanic males by a extensive 2.3 percentage points (2.9%) while conversely, the
probability of White men finding employment increased by a statistically momentous 5.0
percent point, showing the policy not only ineffective as it resulted in employers
employing White males at a higher rate than minorities but yielding results that were the
opposite of what the policy was intended to achieve. This finding supports “the
hypothesis that when an applicant’s criminal history is unavailable, employers
statistically discriminate against demographic groups that include more ex-offenders” (p.
18). Indeed, the researchers argued, and demonstrated, that the policy harms not only
Black males with a criminal past but harms Black males without a criminal history, a
result directly in opposition to the policy’s stated objectives.
In a similar quantitative study, following their research described above, Agan
and Starr (2018) investigated the effects of the BTB policy by conducting fieldexperiment research. They reviewed 15,220 completed online job applications submitted
by young fictitious Black and White males in New York City and New Jersey. The
“subjects” were aged around 21 to 22 years old, and the applications included several
fictitious felony convictions. The experiment's purpose was to examine whether the BTB
policy encouraged racial discrimination in the decision-making process for hiring the
applicants. Data were collected for weeks after the date of the submitted application by
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tracking the callback attempts by the employers, either by voicemail or email, to request
the applicants contact the employer or make an appointment for an interview.
The findings show that companies remained more likely to discriminate against
Black men (Agan & Starr, 2018). Indeed, employers who asked about criminal records
were 63% more likely to follow up with applicants with no history. However, the
disparity in callbacks to Black applicants compared to White increased melodramatically
at organizations that uninvolved the box after the policy was in place. Before the BTB
policy, White applicants had 7% more follow up calls than comparable Black applicants,
but after BTB went into effect, the gap widened to 43%. These results warrant the
concern that the BTB policy supports racial discrimination.
These empirical studies of Agan and Star (2018) and Doleac and Hansen (2018)
demonstrate that the BTB policy is more harmful than helpful. The two most common
themes throughout the studies show (a) discrimination in the hiring decision against
applicants of color and (b) the increase in racial prejudice from employers due to the
BTB policy. Although this policy was created, in fact, to decrease the barriers minorities
encounter after incarceration, the data from both studies show a continuing trend of racial
bias in employers’ decision-making process when hiring Black males with a criminal
history. The factor of race, one way or another, continues to dominate hiring decisions
(Agan & Star, 2018; Doleac & Hansen, 2018).
Education/Employment Main Factor
Research on this topic generally argues that obtaining college education will often
lead to a reduction in the rate of recidivism (Brown, 2011; Lee, Mhando, & Scheuble,
2012; Pettit & Lyons, 2009). Brown (2011) and Lee et al. (2012) suggested that obtaining
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higher education results in individuals with criminal past becoming more marketable to
secure employment. Likewise, Owens (2009) found that ex-offenders with a college
education anticipate access to mainstream employment opportunities. Indeed, obtaining a
higher education could result in employers choosing individuals with a criminal history
throughout the employment process.
Crawford and McBride-Owens (2014) completed a qualitative exploratory study
to review the perception of employers’ attitudes toward hiring individuals with an
immoral background who had earned post-secondary degrees at an online campus. In
addition, the study aimed to investigate managers who hire non-violent ex-offenders and
the possible criteria that would hinder hiring these people. The purpose of their study was
to explore human resources managers’ approaches when hiring non-violent former
prisoners with college degrees. The non-violent criminal history differs from Agan and
Starr’s (2017) study of applicants with felony convictions in that the fictitious felonies
listed in those applicants’ samples did include violent crime, something that desires
consideration when comparing the results from these studies. The study also explored the
factors that supported hiring managers’ decisions to employ individuals with nonviolent
criminal records who possess post-secondary education. Purposive sampling was used to
select 10 participants: two HR hiring managers from small businesses, three HR hiring
managers from medium-sized businesses, three HR hiring managers from large
corporations, and two HR hiring managers for nonprofit corporations. All participants
were selected from a large metropolitan city in Georgia.
Using semi-structured interviews to gather information, the Crawford &
McBride-Owens, (2014) findings indicated that the fact that a nonviolent ex-offender
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applicant who had earned a 2- to 4-year college degree would be a factor influencing
hiring managers’ decisions. For example, when the researchers inquired about
participants’ feelings regarding hiring non-violent ex-offenders with a college education,
the outcomes were: 40% of the employers’ hiring decisions were influenced by the higher
education earned by ex-offender applicants. One of the employers stated that individuals
with a criminal background who had obtained higher education showed that they had
overcome a stumbling block. As Participant 2 stated, “It would demonstrate that this
individual was a hard worker and was trying to change from their past” (p. 16). Crawford
and McBride-Owens (2014) noted, however, that 30% of the employers expressed there
was no influence on their hiring decisions, while 20% stated that gaining a higher
education may provide guidance in their decisions, but there were no guarantees as to
hiring an ex-offender merely because he possessed a college degree. However, this study
did not investigate racial differences between ex-offenders who had obtained
employment and who had a college education.
Pryor and Thompkins (2012) completed a qualitative analysis of the effects of exoffenders acquiring a college education while incarcerated. The study investigated the
role of a correctional-institution-acquired education on the outcomes of reentry
experiences of ex-offenders. The study also examined the effects of race on those who
were formerly incarcerated as well as staff attitudes toward an education attained while
an offender was incarcerated. This study focused on the education preparation before
being released and employment attainment after release.
Throughout the United States, Pryor and Thompkins (2012) interviewed 94
participants. In the three directed categories: (a) correction education, (b) correctional
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education implementation, and (c) correctional education outcomes, the researchers
found that race was correlated with educational attainment as well as having a criminal
past when seeking employment. Furthermore, there were differences among the Black
and White participants insofar as having the education to gain employment. The study
found that White ex-offenders obtained jobs from referrals provided by family and
friends, and many of the White participants had jobs waiting for them upon release,
resulting in gaining employment within 2 weeks after release.
The majority of the Black participants in the Pryor and Thompkins (2012)
research were unemployed during the study. The researchers highlighted that a college
education or vocational education is correlated with lower rates of recidivism over a high
school or GED education. However, no increase was shown in employment or a decrease
in discrimination from employers. The Pryor and Thompkins (2012) study presents initial
evidence showing that Black ex-offenders with or without a college education continue to
experience employment discrimination when it comes to hiring managers’ decisions.
How can recidivism be reduced if Black ex-offenders are not finding employment?
Currently, there is no answer and poses a line of inquiry that deserves further research.
The two studies show some positive influence, while the other shows no influence
at all, of a college education on hiring managers’ decisions when considering an applicant
with a criminal history (Crawford & McBride-Owens, 2014; Pryor & Thompkins, 2012).
However, ex-offenders who receive vocational training while in prison still face the
barrier of not obtaining employment. Overall, the two studies do not show a strong
indication that education is a strong factor for employment attainment (Crawford &
McBride-Owens, 2014; Pryor & Thompkins, 2012).
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Adding to the inquiries above, Owens (2009) conducted qualitative research on
the social experiences of ex-offenders who had a college education. This study is unique
in inquiring about the experiences and perspectives of the ex-offenders who had attained
higher education while incarcerated. The reason for the study stood to provide an
understanding of college education within the context of the labor market for people with
a criminal history. The study also examined ex-offenders who had obtained credentials
from completing partial college courses, along with the skills acquired to discern whether
these attributes helped in reducing recidivism rates. Owens (2009) completed 17
interviews with ex-offenders that were college graduates and fluctuated from age 23 to
58. The participants identified themselves as Black (53%), Hispanic or Latino (24%),
White (18%), and Asian American (6%). Of the 17 participants, 12 were male, and five
were female.
According to the experiences of these ex-offenders, Owens (2009) found that
college education reduces the stigma of having an immoral past. His findings suggest that
the credentials and skills acquired by pursuing higher education while incarcerated
contribute to a more successful reentry to society. The results also indicate that
individuals with a criminal history who had attained a college education were able to
account for lost time and pursue quality employment opportunities. The fact that this
study talked to the applicants themselves, rather than employers, offers an additional
dimension of nuance and relevance to this field of inquiry that mostly has focused on
employers.
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Importance of Employment Status for Individuals with a Criminal Record
Most research supports the argument that obtaining employment is one of the
essential factors mitigating rates of recidivism for individuals with a criminal past. The
high unemployment rate for individuals with a criminal background correlates with high
rates of recidivism (Decker et al., 2014). Lack of employment for ex-offenders leads to
the hardships of failing to obtain adequate housing, the loss of mending family
relationships, and reduced supportive social networks that lead ex-offenders to fall back
into committing crimes (Cherney & Fitzgerald, 2014; Decker et al., 2015). Research has
consistently exposed powerful positive associations amid occupation and the decline of
former prisoners’ recidivism (Berg & Huebner, 2011), although at least one study has
shown no relationship amid employment and recidivism (Tripodi et al., 2010), a finding
that warrants further inquiry. Some researchers have suggested that former delinquents
are more likely to obtain and preserve employment when they have strong ties with their
relatives while obtaining employment after release reduces incentives to commit crimes
and, arguably, leads to lower rates of recidivism (Berg & Huebner, 2011). Individuals
with criminal records who obtain employment both gain social capital and organize their
personal lives productively, which supports their ability to take on responsibility for their
families (Decker et al., 2015; Petersilia, 2005). Further, these individuals, through social
capital and productive personal lives, are able to contribute to their communities by
serving as a resource to its members, creating stability for their children, even becoming a
role model for how to achieve a meaningful life after hardship. This, in turn, has a
positive effect on their self-esteem and social connections, leading to fewer antisocial
and/or illegal behaviors. (Petersilia, 2005).
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Although successfully obtaining employment can reduce the rate of recidivism,
many ex-offenders continue to face challenges after exiting prison or jail. In some
instances, the challenges of not finding employment may result in relapsing to previous
unlawful behaviors. Previous offenders who suffer from unemployment are more
susceptible to antisocial behaviors, and they are more likely to break the law
(Chamberlain, 2012; Hall, 2015), often to address their financial needs (Hall, 2015).
Some research has highlighted that there are unemployment blockades for ex-offenders
who have low to no education, minimum work skills, and a lack of previous work history
(Lockwood et al., 2016). To be sure, this background would make it challenging for even
a non-offender to find employment, and having a criminal conviction only more
complicated.
In some cases, men have spent a substantial amount of time serving out sentences
rather than developing job skills, and as a result, find themselves with no employment
skills nor job history when seeking work after incarceration. Many ex-offenders have
trouble procuring employment that offers a sustainable income, which leads to
reoffending (Clunis, 2011; Pettit & Lyons, 2009). Once released from prison or jail,
employment choices, and salaries decrease (Pettit & Lyons, 2009). Although research
indicates a reduction in recidivism when individuals with an immoral past obtain a job,
there is limited opportunity for those with criminal backgrounds to earn wages above the
poverty line (Pettit & Lyons, 2009).
While there are many obstacles hindering ex-offenders from gaining employment
after incarceration, research consistently cites employment as the most significant
predictor of reduced rates of recidivism (Cherney & Fitzgerald, 2014). Employment
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history before incarceration is an indicator of employment success after confinement. For
example, Visher, Debus-Sherrill, and Yahner (2011) researched ex-prisoners released
from serving 1-year sentences in Illinois, Ohio, and Texas state prisons to identify the
success rate of former prisoners after incarceration. The participants in the study
consisted of 740 males: 74% were Black, 16% were White, and 9% were Hispanic. The
average age for the chosen sample of men was approximately 36 years old (Visher et al.,
2011). Pre-release surveys, along with interviews, were administered to collect data on
the respondents’ physiognomies and pre-prison employment involvements. The data were
collected specifically on reentry experiences, housing, employment, family dynamics,
and criminal behaviors (Visher et al., 2011).
Once released, ex-offenders were contacted to complete a post-release interview.
Visher et al. (2011) found ex-offenders who obtained employment after incarceration had
both consistent work experience before imprisonment as well as positive family
relationships. They found that employment wages for ex-offenders within 2 months after
release averaged $410 a month, while ex-offenders who obtained employment within 8
months after release averaged at a monthly income of $700 a month. This difference in
wages resulted in less recidivism for those earning a higher salary (Visher et al., 2011).
Tripodi et al. (2010) examined whether ex-offenders who obtained employment
after incarceration had a lower chance of returning to prison paralleled to the exoffenders who did not obtain employment. The study also analyzed ex-offenders who did
return to crime and the amount of time they remained out of prison with a job, compared
to the previous offenders who did not have jobs.
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The study sample consisted of 250 males on parole from Texas over a 4-year
period. Of the 250 males, 43% were Black, 32% were White, and 24% were Hispanic,
around the age of 31 years. The study reported that most of the participants had only a
ninth-grade education. Although both groups experienced recidivism, the former
prisoners who obtained employment remained free for about 9 to 60 months, while those
who failed to acquire work remained free from 4 to 47 months. In contrast to the positive
impacts of employment realized for those with a criminal past, Tripodi, Kim, and Bender
(2010) concluded that there is no significant difference in the reduction of recidivism or
re-incarceration associated with employment obtainment. This study provides
information on recidivism continuing—whether a person was working or not—and
highlights the differences between ex-offenders who go back to offending but who gained
employment equated to those who did not find work and also went back to crime.
While the Tripodi et al. (2010) study offers a compelling counterpoint that
deserves further investigation, the other studies described in this chapter demonstrate a
positive correlation between employment attainment and reduced recidivism (Cherney &
Fitzgerald, 2014). While Tripodi et al. (2010) argued that employment attainment does
not affect recidivism, the study does show an increase in the timeframe before an exoffender resort back to crime. With the exception of this study, the reviewed studies
above show that once ex-offenders gain employment, recidivism decreases, directly
owing to the financial stability achieved.
Importance of Employment Status on Rates of Recidivism
In sum, successful employment attainment shows a reduction in recidivism rates.
Research has found that when those individuals with criminal backgrounds obtain
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employment, it increases their quality of life on many measures, from financial stability
to social capital to self-esteem (Visher et al., 2011). However, the empirical works
continue to demonstrate that employers are less probable to hire ex-offenders. This effect
is predominantly pronounced regarding the circumstance of Black males, to whom
employers are significantly unlikely to offer employment opportunities (Pager &
Quillian, 2005).
Nally, Lockwood, Ho, and Knutson (2014) conducted a study on ex-offender rates
of employment and recidivism. The research explored the interrelationship amongst
recidivism and employment among offenders with violent, non-violent, sex, and drug
crimes. The study analyzed the employment status of 6,561 ex-criminals that were
discharged from the Indiana Division of Correction (Nally et al., 2014). The Nally et al.
(2014) study offers a unique vantage to the research field because it examines whether
post-release work was a predictive factor for, or against, reoffending.
The Nally et al. (2014) findings indicate that people with a criminal past who do
not obtain employment generally and predictably recidivate after release. The authors
noted that employment has the strongest inverse correlation with recidivism, regardless of
the type of offense, a finding which is, again, at odds with those of Tripodi et al. (2014).
The researchers also indicated that once released, most ex-criminals could not secure a
job, yielding a jobless rate from 92-97% in this population within the first three quarters
after exiting prison. Out of 1,755 ex-offenders who were released during the study,
approximately 92% were unable to obtain employment, resulting in a significant number
of ex-offenders recidivating. The study indicated that Black males across all age groups
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represented the highest rate of unemployment and, ultimately, recidivism (Nally et al.,
2014).
Chapter Summary
The influence of criminal records on hiring decisions is becoming better
understood as literature on the topic grows. For example, we know without a doubt that
race plays an integral role in hiring decisions, whether this bias is unconscious or not.
Black men, in particular, suffer the consequences of this prejudice, so much so that even
Black men without a criminal past have more misfortune finding work than White men
with a criminal history. On the other hand, despite the evidence that employed exoffenders lead to positive outcomes for both individual and society, studies that
specifically investigate hiring managers who provide individuals with a second chance by
offering employment opportunities have yet to be contributed to the literature. As a
result, little is known about why hiring managers might provide applicants with criminal
histories opportunities for employment. As described above, we do recognize the impact
of one’s criminal past on employment decisions when these histories lead to diminished
opportunities and racial bias; however, an essential piece of the analysis must be what the
motivations and rationales are of those hiring managers who do offer employment
opportunities to previously incarcerated Black men.
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Chapter 3: Research Design Methodology
Introduction
The U.S. Criminal Justice System statistics continue to show Black males as the
group most likely to become incarcerated and to recidivate. According to the New York
State Department of Correction and Supervision (NYS DOCS, 2013), 23,710 prisoners
were discharged in 2011, resulting in 10,007 (42%) returning in 3 years. Out of this total,
49% identified as African Americans and 43% identified as males. Given the NYS DOCS
statistics on recidivism, a segment (70%) of the ex-offender population, with assistance
from the Center for Employment Opportunity in New York City, “found full-time
employment within 2 to 3 months, with most jobs paying more than minimum wage and
providing fringe benefits” (Finn, 1998, p. 2), facilitating their successful reentry to
society.
Creswell (2014) explains quantitative research as not only a means for testing the
posed question(s) regarding the relationship between variables but also testing the
predicted hypothesis the research proposes about the link (s) amongst the variables. In the
case of this research, the findings may yield some answers to the question about
motivation in the hiring process to employ Black men with a criminal record. By
studying the organization's reasons for employing Black men with a criminal past,
statistical data offers a quantitative description of the chosen variables (Creswell, 2014).
The theoretical lens framing this research is based on corporate social responsibility from
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the viewpoint of Carrol’s (1991) ethical and philanthropic model of reasonableness and
fairness within an organization.
Indeed, corporate social responsibility plays a part in the decision to hire Black
ex-offenders. Corporate social responsibility has been investigated in several research
contexts, such as the effect of reserves in corporate social responsibility (CSR) on
employees’ inspiration or the impact of corporate social responsibility on executive
obligation (Farooq, Payaud, Merunka, & Valette-Florence, 2013; Koppel & Regner,
2013). CSR emphasizes that “taking on ethical responsibilities implies that organizations
will embrace those activities, norms, standards, and practices that, even though they are
not codified into law, are expected nonetheless” (Carrol, 2016, p.8). Integrating the CSR
perspective draws attention to the hypothesis that organizations are motivated to select
potential job seekers based on CSR dimensions (Lis, 2012). In the case of this study, for
example, one motivation to hire Black ex-convicts is a sense of social responsibility or
duty in terms of offering opportunities and employment to people who are harder to
employ owing to their marginalized status as ex-criminals and Black men.
This study explored organizations’ motivations to employ Black men with a
criminal record and whether corporate social responsibility had an impact on these
decisions in the Rochester, New York area. The researcher sought to determine the
variables frequency, that is, the rates and correlations by which we can observe patterns
of hiring, or not hiring, these applicants, and especially the motivations to make these
kinds of hiring decisions. In addition, the connection between corporate social
responsibility and employment practices and strategies when employing Black men with
a criminal past were analyzed.
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The literature demonstrates that finding employment, in general, can be difficult.
Individuals with a criminal past find it even more difficult. For Black men with a criminal
record, the literature shows that obtaining employment after incarceration is nearly
impossible. On the other hand, what is missing in the literature is an inquiry into the
success rate of Black men with a criminal record who do attain employment and the
corporations that hire them. This quantitative study speaks to this gap in the literature by
contributing the findings and quantitative analysis of a study that explored the
motivations of local organizations that hire Black men with a criminal record.
Research Questions
Postulated in Chapter 1, the research questions for this study involved inquiring
with hiring personnel within an organization that has offered employment to Black men
with a criminal record. This quantitative research was descriptive and designed to
examine the connection amid the ethos of corporate social responsibility and such hiring
practices, as well as the motivations behind organizations offering employment
opportunities to Black men with an immoral record. To understand the decision-making
process of organizations when hiring Black male ex-offenders, the research questions
guiding this research, to reiterate, include:
1. Does the notion of corporate social responsibility play a part in the
motivation-to-hire Black men with a criminal record?
2. What additional factors motivate organizations in Upstate New York to hire
Black men with a criminal record?
Secondary Research Questions:
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•

SQ1. Are there differences in likelihood-to-hire responses as a function of the
education level/work experience of the applicant?

•

SQ2. Are there differences in likelihood-to-hire responses as a function of the
criminal history differences of the applicant?

Research Context
This research was completed in Upstate, New York, Monroe County region.
“Monroe County is the 9th most populated county in New York and borders Genesee
County, NY; Livingston County, NY; Ontario County, NY; Orleans County, NY; and
Wayne County, NY” (Data USA, 2019, p.1). Monroe County, New York includes a total
of 18 towns and/or cities with a total population of approximately 748,680 (U.S. Census
Bureau, 2018). Within the population, the ethnic demographic makeup is 70.7% White,
14.5% Black, and 8.53% Hispanic (Data USA, 2019). The labor market of Monroe
County, NY, shows 367,383 employed individuals and is focused in the educational
provision area, health care, community support, and manufacturing, which hire 1.48,
1.34, and 1.21 times more people than the average of other industries. However, the
primary employment sectors are healthcare and community support, educational
facilities, and wholesale (Data USA, 2019). Within the population, there are high
recidivism and unemployment rates for Black people overall (Doucette & Fitts, 2017).
Research Participants
Participants included business professionals at organizations in the Monroe
County, New York area who are considered hiring personnel in Human Resources (HR)
or other positions in charge of hiring employees. The hiring personal may have any one
of the following titles, including director/manager, human resource, recruiter, vice

48

president, CEO, or COO. Participants for this research were selected by identifying the
hiring personnel involved in the process used to employ. The information contained in
Appendix B represents permission to utilize the Employment Contact Information List (n
= 612 organizations). In addition, the study also used a list of the minority- and womenowned businesses within the city of Rochester (n = 465 organizations), which are public
information. Thus, the invitation to participate was sent to 1,077 organizations.
Completion of the survey was optional, and the confidentiality of responses was
conveyed to participants in the survey directions. Upon the St. John Fisher College’s
Institutional Review Board (IRB) approval, all survey respondents received an
introductory e-mail (Appendix C) that contained a link to the consent form and survey
prior to completing the survey. Participants were required to answer the consent question
to continue the survey. After obtaining informed consent from each participant
(Appendix B), participants completed the Qualtrics self-administered survey. Once
completed, participants automatically received the debriefing information, which
contained additional details about the experiment, and were thanked for their
participation.
Instruments Used in Data Collection
The research instrument used for data collection in this study was a Qualtrics
survey that posed randomized conditions using vignettes. The Qualtrics software was
selected over other survey software due to its user-friendliness and versatility. The
conditions facilitated the comparison between responses from the two hypothetical
situations in Part 2 of the survey and which were hypothesized to correlate strongly with
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corporate social responsibility. The survey was structured into three sections and included
the consent form as the initial page.
The first section requested demographic and organizational information. Part 2
asked participants to agree or disagree with 13 statements (divided into two blocks) about
racial disparities, hiring practice, and the theoretical framework for the study. Part 3 of
the survey contained hypothetical randomized conditions. Participants read four vignettes
depicting the characteristics of a prospective candidate for employment in their
organization with various degrees of criminal background. All candidates in the vignettes
were male. Participants were probed to report the likelihood such a candidate would be
employed in their organization. The independent variable was the ethnicity of the
hypothetical applicant: some participants responded to vignettes in which the
hypothetical candidate for employment was White while other participants responded to
identical scenarios in which the hypothetical candidate was Black.
Experiment 1. In the control vignette, Mr. M, a Black male, and experienced
professional is seeking employment within the organization. Mr. M has 3 years of work
experience that matches well with the job description. Previous colleagues highly
recommend him. His core values align with the organization's values. He is a dependable
employee with a high level of commitment. Mr. M possesses a bachelor’s degree.
However, Mr. M served 5 years in prison for a felony conviction.
In the intervention vignette, Mr. B, a White male and experienced professional, is
seeking employment within the organization. Mr. B has 3 years of work experience that
matches well with the job description. He is highly recommended by previous colleagues.
His personal core values align with the organization's values. He is a dependable
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employee with a high level of commitment. Mr. B. possesses a bachelor’s degree.
However, Mr. B served 5 years in prison for a felony conviction.
Experiment 2. In the control vignette, Mr. P, a Black male, is seeking
employment within the organization. His personal core values align with the
organization's values. He is a dependable employee with a high level of commitment;
however, his experience is limited. Mr. P served 5 years in prison for a felony conviction.
In the intervention vignette, Mr. R, a White male, is seeking employment within
the organization. His personal core values align with the organization's values. He is a
dependable employee with a high level of commitment; however, his experience is
limited. Mr. R served 5 years in prison for a felony conviction.
Experiment 3. In the control vignette, Mr. J, a Black male and experienced
professional, is seeking employment within the organization. Mr. J has 3 years of work
experience that matches well with the job description. Previous colleagues highly
recommend him. His personal core values align with the organization's values. He is a
dependable employee with a high level of commitment. Mr. J possesses a bachelor’s
degree. However, Mr. J was incarcerated for 2 years for a misdemeanor conviction.
In the intervention vignette, Mr. L, a White male and experienced professional, is
seeking employment within the organization. Mr. L has 3 years of work experience that
matches well with the job description. Previous colleagues highly recommend him. His
personal core values align with the organization's values. He is a dependable employee
with a high level of commitment. Mr. L possesses a bachelor’s degree. However, Mr.
L was incarcerated for 2 years for a misdemeanor conviction.
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Experiment 4. In the control vignette, Mr. K, a Black male, is seeking
employment within the organization. His personal core values align with the
organization's values. He is a dependable employee with a high level of commitment;
however, his experience is limited. Mr. K was incarcerated for 2 years for a misdemeanor
conviction.
In the intervention vignette, Mr. V, a White male, is seeking employment within
the organization. His personal core values align with the organization's values. He is a
dependable employee with a high level of commitment; however, his experience is
limited. Mr. V was incarcerated for 2 years for a misdemeanor conviction.
Experiment Rationale
There are numerous factors an employer considers when evaluating an applicant
for a position. Namely, experience, reliability, education, personability come to mind.
Arguably, and by law, ethnicity should not be a factor when determining whether to hire
a candidate. However, data shows that despite this mandate against bias in hiring,
minorities, particularly Black men, face prejudice in the job market, a situation
exacerbated by any record of criminal history. By controlling all other salient variables
except for race in a series of hypothetical hiring scenarios, the possibility of bias against
Black men with a criminal record—either a felony or misdemeanor and
education/experience—was brought into relief.
Analysis of Data
Quantitative measures applied to interpret data utilizing a descriptive analysis
focus on the means and standard deviation dependent and independent variables
(Creswell, 2014). Descriptive statistics were run on the motivation-to-hire responses
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across the eight different applicant profiles. They include the measures of central
tendency (mean and median) and measure of variability (standard deviation). Other
parametric tests (e.g., independent sample t-test, correlated samples t-test and multiple
regression) were used for outcomes that were normally distributed, and non-parametric
tests (e.g., Mann-Whitney U test, Wilcoxon signed ranks test) were used for outcomes
that violated normality.
Testing for racial and educational significance. An independent samples t-test
and/or the non-parametric analog (Mann-Whitney U test) was used to determine if there
were statistically significant race differences. Assumptions for the independent t-test
were run and assessed. If those were violated, then the Mann-Whitney U test was
performed.
A correlated samples t-test and/or the non-parametric analog (Wilcoxon Signed
ranks test) was used to determine if there were statistically significant education/work
experiences differences as well as to used determine if there were statistically significant
criminal history differences.
Pairwise comparisons. Pairwise comparisons for likelihood-to-hire responses
were done between eight sets of variables from the hypothetical scenarios that included:
(a) a Black applicants with a felony who had a bachelor’s degree and strong work
experience to that of a Black applicants with a felony with no bachelor’s degree and weak
work experience; (b) a White applicants with a felony who had a bachelor’s degree and
strong work experience to that of a White applicants with a felony with no bachelor’s
degree and weak work experience; (c) a Black applicant with a misdemeanor who had a
bachelor’s degree and strong work experience to that of a Black applicant with a
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misdemeanor with no bachelor’s degree and weak work experience; (d) a White applicant
with a misdemeanor who had a bachelor’s degree and strong work experience to that of a
White applicant with a misdemeanor with no bachelor’s degree and weak work
experience; (e) a Black applicant with a felony charge who had a bachelor’s degree and
strong work experience to that of a Black applicant with a misdemeanor charge with the
same level of education and work experience; (f) a White applicant with a felony charge
who had a bachelor’s degree and strong work experience to that of a White applicant
with a misdemeanor charge with the same level of education and work experience; (g) a
Black applicant with a felony charge who had no bachelor’s degree and a weak work
experience to that of a Black applicant with a misdemeanor charge with the same level of
education and work experience; and (h) a White applicant with a felony charge who had
no bachelor’s degree and a weak work experience to that of a White applicant with a
misdemeanor charge with the same level of education and work experience.
Finally, a multiple regression was used to test the main effect of applicant race
and the interaction effect between race of applicant and social responsibility practice on
likelihood-to-hire responses for the one scenario that had normally distributed outcomes.
Summary
This study explored the factors identified by which race may play a role in the
hiring decision. Described in Chapter 3 is the logic for choosing a quantitative research
design. A quantitative methodology was ideal for this study. This dissertation aimed to
understand whether corporate social responsibility has an impact on employment
decisions when hiring Black males with a criminal record. This dissertation also aimed to
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gain positivist insight into organizational motivations when employing Black men with a
criminal past.
Chapter 4 describes the finding in this study, which can be used by corporations
that, at present, refrain from employing Black male ex-offenders, and hopefully will lead
to businesses and other organizations offering ex-offenders employment opportunities.
Ultimately, shifting a landscape of little to no opportunity for already marginalized and
challenged individuals to one where second chances to become productive members of
society is not nearly as unattainable as they are now.
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Chapter 4: Findings and Results
Introduction
The social science literature surrounding experimental studies on ex-offenders
seeking employment opportunities demonstrates a high level of racial disparities between
Black applicants and White applicants (Pager & Karafin, 2009). A review of this
literature shows a lack of empirical research examining employers offering a second
chance for employment to Black males with a criminal record. The survey data analyzed
in this chapter was designed to identify motivations for hiring Black male ex-offenders.
This chapter describes the study participants and the findings from the
investigation that were analyzed via IBM Statistical Package for the Social Science
(SPSS) version 24.
Research Questions
The research questions that guided this dissertation study were designed to
examine the relationship between the ethos of corporate social responsibility and hiring
practices, as well as the motivations of organizations offering employment opportunities
to Black men with a criminal record. To understand the decision-making process of
organizations when employing Black male ex-offenders, the research questions for this
study, to reiterate, included:
1. Does the notion of corporate social responsibility play a part in the
motivation-to-hire Black men with a criminal record?
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2. What additional factors motivate organizations in Upstate New York to hire
Black men with a criminal record?
Secondary Research Questions:
SQ1. Are there differences in likelihood-to-hire responses as a function of the
education level/work experience of the applicant?
SQ2. Are there differences in likelihood-to-hire responses as a function of the criminal
history differences of the applicant?
Data Analysis and Findings
As described in Chapter 3, the survey respondents reported their demographic and
background information and their respective organizations, and a descriptive statistical
analysis was run to ascertain normality/skewness. In addition, tests for normality were
conducted: the use of parametric tests for normally distributed outcomes, and nonparametric tests were used for outcomes that violated normality.
Business and respondent profiles. The following subsections describe the
general profile of both the individual and corporate participants in this study.
Business profiles. The organizations that participated in this study were
comprised of private (47.5%) and not-for-profit organizations (37.5%), and a majority of
them were neither minority-owned (70%) nor woman-owned (55%). Most organizations
both were aware of (62.5%) and ascribed to (61.5%) an ethos of social responsibility.
Respondent profiles. There was a total of 40 participants from a sample size of
1,077 organizations that completed the survey. However, eight participants were dropped
due to non-completion of all questions resulting in a total of 32 that was indicated in the
results. The vast majority of respondents were White (60%) and female (72.5%).
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Organizational leaders comprised the majority of respondents (57.5%), followed by
individuals in human resources (17.5%). Sixty percent have between 0-10 years of
service at their respective organizations, and the majority (62.5%) were between 45-64
years of age (Table 4.1).
Table 4.1
Demographic and Background Characteristics of Respondents
Employment Sector
Private
Public
Non-for-Profit
Other
Total
Role within the Organization
CEO/COO
Vice President
Director/Manager
Human Resources
Recruiter
Other
Total
Years of Service
0-5 years
5-10 years
10-15 years
15-20 years
25 + years
Total
Minority-Owned Business Status
No
Yes
Total
Woman-Owned Business Status
No
Yes
Total
Race/Ethnicity
White or Caucasian
Black or African American
Hispanic or Latino

Frequency
19
4
15
2
40
Frequency
13
2
8
7
5
5
40
Frequency
17
7
6
4
5
39
Frequency
28
12
40
Frequency
22
18
40
Frequency
24
13
1

Percent
47.5
10.0
37.5
5.0
100.0
Percent
32.5
5.0
20.0
17.5
12.5
12.5
100.0
Percent
43.6
17.9
15.4
10.3
12.8
100.0
Percent
70.0
30.0
100.0
Percent
55.0
45.0
100.0
Percent
60.0
32.5
2.5
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Demographic and Background Characteristics of Respondents
Asian
Total
Gender
Female
Male
Total
Age
25-34 years
35-44 years
45-54 years
55-64 years
65-74 years
Total
Aware of Social Responsibility
No
Yes
Total
Ascribe to Social Responsibility
No
Yes
Total

2
40
Frequency
29
11
40
Frequency
7
6
8
17
2
40
Frequency
15
25
40
Frequency
15
24
39

5.0
100.0
Percent
72.5
27.5
100.0
Percent
17.5
15.0
20.0
42.5
5.0
100.0
Percent
37.5
62.5
100.0
Percent
38.5
61.5
100.0

Answering Research Question 1
Version felony charge, no bachelor’s degree, and limited work experience
(FN): To address Research Question 1—does the notion of corporate social
responsibility play a role in the motivation to hire Black men with a criminal record?—
multiple regression was employed to determine the main effect of applicant race and the
interaction effect between race of applicant and social responsibility practice on the
motivation-to-hire responses for the applicant that had a felony charge, no bachelor’s
degree, and limited work experience (FN). This was the only version that had motivationto-hire scores that were normally distributed. Assumptions of multiple regression were
tested. The homoscedasticity assumption, in terms of the variances across the two racial
groups being comparable, were met as the dots do not form a cloud (Figure 4.1).
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Figure 4.1. Homoscedasticity plot.
Multicollinearity. To determine if there was a problem of multicollinearity in the
regression, a diagnostic procedure was completed. Multicollinearity results when the
correlations among the predictor variables are too high (.80 or above). As shown in Table
4.2, there was no evidence of multicollinearity, except in the interaction effect.
Therefore, this assumption was met.

60

Table 4.2
Multicollinearity among Predictors
Race of
Applicant

Ascribe to Social
Responsibility

Race of Applicant

1.000

.091

Black x Social
Responsibility Practice
Interaction
.718

Ascribe to Social
Responsibility

.091

1.000

.550

Black x Social
Responsibility Practice
Interaction

.718

.550

1.000

Normality. The distribution of standardized residuals forms a normal distribution,
as shown in Figure 4.2. Thus, this assumption was met.

Figure 4.2. Distribution of Standardized Residuals.
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Model fit statistics were also reported. The model that contains the main effect of
applicant race, the main effect of social responsibility practice, and the interaction effect
of applicant race and social responsibility practice was not statistically significant, F (1,
27) = .189, p =.91. The R2 is .021, which means only 2% of the variance in motivation-tohire scores is explained by the model. Individual predictor statistics shown in Table 4.3,
demonstrate that none of the predictors were statistically significant, as none of the pvalues were less than 0.05.
Table 4.3
Regression Coefficients among Predictors
Unstandardized
Coefficients
B
(Constant)
Race of Applicant
Social Responsibility
Practice

56.667
-8.667
-1.667

Std.
Error
9.530
14.135
12.303

Race x Social
Responsibility
Practice Interaction

10.758

17.603

Standardized
Coefficients

t

p

Beta
-.197
-.036

5.946 .000
-.613 .545
-.135 .893

.234

.611

.546

Version felony, bachelor’s degree, strong work experience (FE): A logistic
regression analysis was performed on the dichotomized motivation to hire scores for
Version FE (felony, bachelor’s degree, strong work experience). Two categories were
created using a median split. Those that scored above the median (Mdn = 80.50) were
categorized in the will hire group. Scores that were at the median or below fell into the
will, not hire group. The data included 31 cases. For some items, there were missing
values.
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Multicollinearity assumption of logistic regression. The main assumption of
logistic regression, which is to have low to no multicollinearity (i.e., correlations below
0.80) among predictors, was somewhat met. The correlations range from 0.54 and -0.80,
as shown in Table 4.4 As expected, the correlation between race and the interaction
between race and social responsibility exceeded 0.80.
Table 4.4
Multicollinearity: Version FE (Felony, Bachelor’s Degree, Strong Work Experience)
Constant

Race

Social
Responsibility
Practice

Race X Social
Responsibility
Interaction

1.00

-0.67

-0.77

0.54

Race

-0.67

1.00

0.52

-0.80

Social
Responsibility
Practice

-0.77

0.52

1.00

-0.69

0.54

-0.80

-0.69

1.00

Constant

Race x Social
Responsibility
Practice
Interaction

Model fit. Three goodness-of-fit statistics were examined to assess how well a
model that contains the three predictors—race of applicant, social responsibility practice,
and the interaction between race and social responsibility—indicated whether the
applicant would or would not be hired. First, the predictive accuracy of the baseline
(constant) model (with no predictors included) was compared to that of the model that
includes all three predictors with the hope that the accuracy would improve with the
addition of the predictors.
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The prediction accuracy improved slightly from 51.6% with the baseline model to
54.8% once the three predictors were added. This suggests that knowing the race of the
applicant, the social responsibility practice of the respondent’s organization and the
interaction between race and social responsibility practice slightly improved the accuracy
with which one could predict whether an applicant with a felony, bachelor’s degree, and
strong work experience profile would be hired or not. The omnibus test of model
coefficients shows that the model with all three predictors was not statistically
significant, χ2 (3), N=31) = .371, p = .95.
The Nagelkerke R2 value of .016 shows that about 2% of the variance in
predictions of whether an applicant with the profile outlined in Version FE is hired or not
is explained by the model that correlates race of the applicant, the social responsibility
practice of the respondent’s organization, and the interaction between race and social
responsibility.
Examination of predictors. As shown in Table 4.5, none of the variables were
statistically significant predictors whether the applicant with a felony, bachelor’s degree,
and strong work experience background was hired or not.
Table 4.5
Logistic Regression Results: Version FE (Felony, Bachelor’s Degree, Strong Work
Experience)
Race of Applicant
Social Responsibility Practice
Race x Social Responsibility Practice
Interaction
Constant

B S.E. Wald df Sig. Exp(B)
.41 1.22
.11 1 .74
1.50
-.22 1.06

.04

1

.83

.80

.00 1.52

.00

1 1.00

1.00

.00

.00

1 1.00

1.00

.82
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Version misdemeanor, bachelor’s degree, strong work experience (ME):
Logistic regression analysis was performed on the dichotomized motivation to hire scores
for Version ME (misdemeanor, bachelor’s degree, strong work experience). Two
categories were created using a median split. Those that scored above the median (Mdn =
90.00) were categorized in the will hire group. Scores that were at the median or below
fell into the will not hire group. The data included 31 cases. For some items, there were
missing values.
Multicollinearity assumption of logistic regression. The main assumption of
logistic regression among predictors was somewhat met; that is, correlations were below
0.80. The correlations range from 0.54 and -0.80, as shown in Table 4.6. The correlation
between race and the interaction between race and social responsibility exceeded 0.80.
Table 4.6
Multicollinearity: Version ME (Misdemeanor, Bachelor’s Degree, Strong Work
Experience

Constant
Race
Social Responsibility
Practice
Race x Social
Responsibility
Practice Interaction

Constant

Race

Social Responsibility
Practice

1.00
-0.67

-0.67
1.00

-0.77
0.52

Race x Social
Responsibility
Interaction
0.54
-0.80

-0.77

0.52

1.00

-0.69

0.54

-0.80

-0.69

1.00

Model fit. Three goodness-of-fit statistics were examined to assess how well a
model that contains the three predictors—race of the applicant, social responsibility
practice, and the interaction between race and social responsibility—indicated whether
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the applicant would or would not be hired. First, the predictive accuracy of the baseline
(constant) model (with no predictors included) was compared to that of the model that
includes all three predictors with the hope that the accuracy would improve with the
addition of the predictors. The prediction accuracy improved slightly from 58.1% with
the baseline model to 61.3% once the three predictors were added.
This suggests that knowing the race of the applicant, the social responsibility
practice of the respondent’s organization and the interaction between race and social
responsibility practice slightly improved the accuracy with which one could predict
whether an applicant with a misdemeanor, bachelor’s degree, and strong work experience
profile would be hired or not. The omnibus test of model coefficients shows that the
model with all three predictors is not statistically significant, χ2 (3), N=31) = 1.01, p =
.80.
The Nagelkerke R2 value of .043 shows that about 4% of the variance in
predictions of whether an applicant with the profile outlined in Version ME
(misdemeanor, bachelor’s degree, strong work experience) is hired or not is explained by
the model that correlates race of the applicant, the social responsibility practice of the
respondent’s organization, and the interaction between race and social responsibility.
Examination of predictors. As shown in Table 4.7, none of the variables were
statistically significant predictors of whether the applicant with a misdemeanor,
bachelor’s degree, and strong work experience background was hired or not.
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Table 4.7
Logistic Regression Results: Version ME
B

S.E. Wald df Sig. Exp(B)

Race of Applicant

.29

1.26

.05

1

.82

1.33

Social Responsibility Practice

.92

1.10

.70

1

.40

2.50

Race x Social Responsibility Practice
Interaction

-1.07 1.56

.47

1

.49

.34

Constant

-.69

.64

1

.42

.50

.87

Version misdemeanor, no bachelor’s degree, limited work experience (MN):
Logistic regression analysis was performed on the dichotomized likelihood-to- hire
scores for version MN (misdemeanor, no bachelor’s degree, limited work experience).
Two categories were created using a median split. Those that scored above the median
(Mdn = 65.50) were categorized in the will hire group. Scores that were at the median or
below fell into the will, not hire group. The data included 31 cases. For some items, there
were missing values.
Multicollinearity assumption of logistic regression. The main assumption of
logistic regression--to have low to no multicollinearity--among predictors was somewhat
met. The correlations range from 0.54 and -0.81, as shown in Table 4.8. The correlation
between race and the interaction between race and social responsibility exceeded 0.80.
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Table 4.8
Multicollinearity: Version MN (Misdemeanor, No Bachelor’s Degree, Limited Work
Experience)
Constant

Race

Social Responsibility
Practice

Constant
Race
Social Responsibility
Practice

1.00
-0.67
-0.77

-0.67
1.00
0.52

-0.77
0.52
1.00

Race x Social
Responsibility
Interaction
0.54
-0.80
-0.69

Race x Social
Responsibility
Interaction

0.54

-0.80

-0.69

1.00

Model fit. Three goodness-of-fit statistics were examined to assess how well a
model that contains the three predictors (race of the applicant, social responsibility
practice, and the interaction between race and social responsibility) did in predicting
whether the applicant would or would not be hired. First, the predictive accuracy of the
baseline (constant) model (with no predictors included) was compared to that of the
model that includes all three predictors with the hope that the accuracy would improve
with the addition of the predictors.
The prediction accuracy improved slightly from 51.6% with the baseline model to
61.3% once the three predictors were added. This would suggest that knowing about the
race of the applicant, the social responsibility practice of the respondent’s organization
and the interaction between race and social responsibility practice slightly improved the
accuracy with which one could predict whether an applicant with a misdemeanor, no
bachelor’s degree, and a limited work experience profile would be hired or not. The
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omnibus test of model coefficients shows that the model with all three predictors was not
statistically significant, χ2 (3), N=31) = 1.96, p = .58.
The Nagelkerke R2 value of .082 showed that about 8% of the variance in
predictions of whether an applicant with the profile outlined in version MN is hired or not
is explained by the model that correlates race of the applicant, the social responsibility
practice of the respondent’s organization, and the interaction between race and social
responsibility.
Examination of predictors. As shown in Table 4.9, none of the variables were
statistically significant predictors of whether the applicant with a misdemeanor, no
bachelor’s degree, and a limited work experience background was hired or not.
Table 4.9
Logistic Regression Results: Version MN (Misdemeanor, No Bachelor’s Degree, Limited
Work Experience)
B
Race of Applicant

S.E. Wald

df

Sig.

Exp(B)

.29 1.26

.05

1

.82

1.33

1.39 1.12

1.54

1

.21

4.00

Race x Social Responsibility Practice
Interaction

-.80 1.57

.26

1

.61

.45

Constant

-.69

.64

1

.42

.50

Social Responsibility Practice

.87

Answering Research Question 2
To address Research Question 2—what additional factors motivate organizations
in Upstate New York to hire Black men with a criminal record?—means and standard
deviations for each of the seven factors are presented in Table 4.10 (as well as Figure
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4.3). Based on the data, the three top motivating factors are: (a) encouraging a better
society (M =6.03, SD= 0.82); (b) ethical considerations: it is the right thing to do (M
=5.78, SD= 1.26); and, (c) eliminating bias in the workplace (M =5.81, SD= 1.35). These
data support the motivation to hire based on morality in general, which, interestingly,
calls attention to employers’ motivation to hire based on moral reasoning.
Table 4.10
Means and Standard Deviations of Additional Factors
Encouraging a better society

N
32

Min
4

Max
7

Mean
6.03

SD
.82

Eliminating bias in the workplace

31

2

7

5.81

1.35

Ethical consideration: it is the right thing to do

32

2

7

5.78

1.26

Non-violent criminal history

32

1

7

4.88

1.45

Federal Bonding Program

32

1

6

3.81

1.15

Tax write-off/ government incentives

31

1

7

3.69

1.55

Ex-offenders accept lower wages

32

1

5

2.13

1.31

Motivating Factor to Hire Ex-Offenders
Ex-offenders accept lower wages

2.13

Tax write- off/ Government Incentives

3.69

Factors

Federal Bonding Program

3.81

Non-violent criminal history

4.88

Ethical consideration: it is the right thing to do

5.78

Eliminating bias in the workplace

5.81

Encouraging a better society

6.03
0

1

2

3

4

5

6

7

Rating

Figure 4.3. Motivating Factor to Hire Ex-Offenders.
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Testing normality of the outcome variables. Descriptive statistics were run on
the likelihood-to-hire responses across the eight different applicant profiles. They include
the measures of central tendency (mean and median) and measure of variability (standard
deviation). See Table 4.11, as well as the skewness and kurtosis measures.
The mean likelihood-to-hire scores ranged from 52.8 (WMNF) to 86.3 (Version
WMEF). Version WMEF elicited the most variation in responses as it had the highest
standard deviation (SD = 30.1). Versions BMEF and BMEM elicited the least variation in
responses as they had the lowest standard deviation (SD = 14.8, SD=13.1, respectively).
Overall, there tended to be more variation in the scores for Black applicants than White
applicants.
The skewness analysis shows that all variables were negatively skewed. This
means that there tended to be more high likelihood-to-hire responses than low, with a few
extremely low likelihood-to-hire responses.
The Shapiro-Wilks test was used to examine how normally distributed each of the
variables were. Statistically significant results mean that the variable deviates
significantly from a normal distribution. According to Table 4.11 (as well as Figure 4.4),
Version Black male with experience/education, and a misdomenor (BMEM) scores,
Version White male with experience/education, and a felony (WMEF) scores, and
Version White male with experience/education, and a misdomenor (WMEM) scores
deviate statistically from a normal distribution even when the outliers are removed.
Therefore, non-parametric statistical tests that involve these variables as outcomes were
employed.
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Table 4.11
Descriptive Statistics: Likelihood-to-Hire Responses Across Eight Applicant Profiles
BMEF

BMNF

BMEM

BMNM

WMEF

WMNF

WMEM

WMNM

N

16.0

16.0

16.0

16.0

16.0

16.0

16.0

16.0

Mean

77.6

54.3

86.0

64.3

67.1

52.8

76.5

58.4

Median

81.0

50.5

90.0

65.0

75.0

62.0

81.0

66.5

SD

14.8

19.0

13.1

22.5

30.1

27.7

24.1

26.8

Skew

-0.7

-0.1

-1.8

-0.4

-1.3

-0.8

-0.9

-0.6

Descriptive Statistics: Likelihood to Hire Responses Across Eight Applicant Profiles
Kurtosis

-0.4

-0.5

3.1

-0.7

1.0

-0.3

0.2

-0.9

Minimum

50.0

20.0

50.0

20.0

0.0

0.0

20.0

10.0

Maximum

97.0

90.0

100.0

94.0

100.0

91.0

100.0

95.0

ShapiroWilks

.92

.96

.77**

.95

.86*

.91

.87*

.91

Note. * p <.05, ** p < .01; BMEF= Black male experienced with bachelor/felony, BMNF= Black
male limited experience with felony; BMEM= Black male experienced with
bachelors/misdemeanor; BMNM= Black male limited experience with misdemeanor; WMEF =
White male experienced with bachelor/felony; WMNF = White male limited experience with
felony; WMEM= White male experienced with bachelors/misdemeanor; WMNM = White male
limited experience with misdemeanor

Figure 4.4. Mean Likelihood Scores across Application Versions.
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Normality. The results (see Table 4.12) of the Shapiro-Wilks test shows that
likelihood-to-hire scores for only one applicant profile were normally distributed:
(BMNF felony, no degree, limited work experience). Therefore, an independent-samples
t-test was used to examine applicant race differences only for the BMNF version. All
other race applicant differences were examined using the Mann-Whitney U test.
Homogeneity of variance. A second assumption of the independent samples ttest is homogeneity of variance, which means that the variances across the two racial
groups must be comparable. The results of the Levene’s test showed that indeed the
variances in likelihood-to-hire responses for the BMNF version were comparable across
the two applicant race groups, F (1, 30) = 2.28, p =.142. Thus, this assumption was met,
and therefore, the independent samples t-test was performed to examine applicant race
differences in motivation-to-hire scores for the BMNF version. The other versions that
required the Mann-Whitney U test were exempt from this assumption test. As shown in
Table 4.13 (as well as figure 4.5), the average effect size for the likelihood-to-hire scores
tended to be higher for Black than White applicants by 10.57% for Black males with a
bachelor's degree, prior work experience, and a felony; 1.44% for Black males with
limited work experience, a felony, and no degree; 9.5% for Black males with a bachelor's
degree, prior work experience, and a misdemeanor; and 5.87% for Black males with no
degree, no work experience, and a misdemeanor. This demonstrates that employers are
more willing to hire those with a higher level of education and those with a lesser
criminal charge.
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However, none of the applicant race differences were statistically significant. The
correlation coefficients and effect sizes suggest being black is more advantageous for
candidates with education and experience, regardless of criminal history.
Table 4.12
Normality Results Across Four Applicant Types for Applicant Race Comparisons
Shapiro-Wilk Statistic
FE: Felony, Bachelors, Strong Work Experience
FN: Felony, No Degree, Limited Work Experience
ME: Misdemeanor, Bachelors, Strong Work
Experience
MN: Misdemeanor, No Degree, Limited Work
Experience

0.85***
0.95
0.83***
0.93*

Note. *p <.05; **p< .01, ***p<.001; FE= Felony, Bachelors, Strong Work Experience, FN =
Felony, No Degree, Limited Work Experience, ME = Misdemeanor, Bachelors, Strong Work
Experience, MN = Misdemeanor, No Degree, Limited Work Experience

Table 4.13
Applicant Race Differences in Likelihood-to-Hire Scores

FE
FN
ME
MN

Race

N

Mean

White

16

67.06

Black

16

77.63

White

16

52.81

Black
White
Black
White
Black

16
16
16
16
16

54.25
76.50
86.00
58.38
64.25

Effect

10.57
1.44
9.50
5.87

SD

SE
Mean

30.13

7.53

14.79

3.70

27.73

6.93

19.01
24.08
13.06
26.81
22.52

4.75
6.02
3.26
6.70
5.63

r

Test Statistic

0.22

U (N=32) = 110.00, p =.50

0.03

t (30) =. -171, p = .87

0.25

U (N=32) = 114.50, p =.61

0.12

U (N=32) = 114.50, p =.61

Note. FE= Felony, Bachelors, Strong Work Experience, FN = Felony, No Degree, Limited Work
Experience, ME = Misdemeanor, Bachelors, Strong Work Experience, MN = Misdemeanor, No
Degree, Limited Work Experience, r= correlation between being black and hiring scores.

74

Figure 4.5. Race Differences in Likelihood-to-Hire Scores across Versions.
Answering Secondary Research Question 1
To address Secondary Research Question 1—Are there differences in likelihoodto-hire responses as a function of the education level/work experience of the
applicant?—a correlated samples t-test and/or the non-parametric analog (Wilcoxon
Signed ranks test) was used to determine if there were statistically significant
education/work experiences differences:
•

Pairwise comparisons were done on the likelihood-to-hire responses between
the version that included a Black applicant with a felony who had a bachelor’s
degree and strong work experience (BMEF) to that of a Black applicant with a
felony with no bachelor’s degree and weak work experience (BMNF).

•

Pairwise comparisons were done on the likelihood-to-hire responses between
the version that included a White applicant with a felony who had a bachelor’s
degree and strong work experience (WMEF) to that of a White applicant with
a felony with no bachelor’s degree and weak work experience (WMNF).
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•

Pairwise comparisons were done on the likelihood-to-hire responses between
the version that included a Black applicant with a misdemeanor who had a
bachelor’s degree and strong work experience (BMEM) to that of a black
applicant with a misdemeanor with no bachelor’s degree and weak work
experience (BMNM).

•

Pairwise comparisons were done on the likelihood-to-hire responses between
the version that included a White applicant with a misdemeanor who had a
bachelor’s degree and strong work experience (WMEM) to that of a White
applicant with a misdemeanor with no bachelor’s degree and weak work
experience (WMNM).

The normality assumptions for the correlated t-test were run and assessed. The
statistically significant Shapiro-Wilks statistics shown in Table 4.12 indicate for which
applicant versions the likelihood-to-hire scores deviated from a normal distribution.
Thus, a correlated samples t-test was used to assess differences between only versions
BMEF and BMEM. The other three paired comparisons were tested using the Wilcoxon
signed ranks test. As shown in Table 4.14 (Figure 4.6), respondents gave higher
likelihood-to-hire scores for applicants that were more educated and had more work
experience. This pattern holds true for both Black and White applicants. To highlight, the
effect sizes show across the board, having experience and education is advantageous than
not having experience and education, regardless of race and criminal history. However,
the effect seems slightly stronger for Black than White candidates.
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Table 4.14
Differences in Likelihood-to-Hire Responses as a Function of Applicant Education/Work
Experience
Mean
Pair
1
Pair
2
Pair
3
Pair
4

BMEF

77.63

BMNF

54.25

BMEM

86.00

BMNM

64.25

WMEF

67.06

WMNF

52.81

WMEM

76.50

WMNM

58.38

Effect

22.38

21.75

14.25

18.12

N

SD

SE
Mean

16

14.79

3.70

16

19.01

4.75

16

13.06

3.26

16

22.52

5.63

16

30.13

7.53

16

27.73

6.93

16

24.08

6.02

16

26.81

6.70

Test Statistic

t (15) = 4.82, p < .001

z (N=16) = 3.11, p < .01

z (N=16) = 2.61, p < .01

z (N=16) = 3.06, p < .01

Note. BMEF= Black male experienced with bachelor/felony, BMNF= Black male limited

experience with felony; BMEM= Black male experienced with bachelors/misdemeanor; BMNM=
Black male limited experience with misdemeanor; WMEF = White male experienced with
bachelor/felony; WMNF = White male limited experience with felony; WMEM= White male
experienced with bachelors/misdemeanor; WMNM = White male limited experience with
misdemeanor

Figure 4.6. Education/Experience Difference across Race and Criminal History.
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Answering Secondary Research Question 2
To address Secondary Research Question 2—Are their differences in likelihoodto-hire responses as a function of the criminal history differences of the applicant?—a
correlated samples t-test and/or the non-parametric analog (Wilcoxon Signed ranks test)
was used to determine if there were statistically significant criminal history differences.
Pairwise comparisons were done on the likelihood-to-hire responses between:
1. The version that included a Black applicant with a felony charge who had a
bachelor’s degree and strong work experience (BMEF) to that of a black
applicant with a misdemeanor charge with the same level of education and
work experience (BMEM)
2. The version that included a White applicant with a felony charge who had a
bachelor’s degree and strong work experience (WMEF) and that of a White
applicant with a misdemeanor charge with the same level of education and
work experience (WMEM).
3. The version that included a Black applicant with a felony charge who had no
bachelor’s degree and weak work experience (BMNF) to that of a black
applicant with a misdemeanor charge with the same level of education and
work experience (BMNM).
4. The version that included a White applicant with a felony charge who had no
bachelor’s degree and weak work experience (WMNF) to that of a White
applicant with a misdemeanor charge with the same level of education and
work experience (WMNM).
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The normality assumptions for the correlated t-test was run and assessed. The
statistically significant Shapiro-Wilks statistics shown in Table 4.12 indicate for which
applicant versions the likelihood-to-hire scores deviated from a normal distribution.
Thus, correlated samples t-test was used to assess differences between versions BMNF
and BMNM, and between versions WMNF and WMNM. Wilcoxon signed ranks test
was used to assess differences between versions BMEF and BMEM and between
versions WMEF and WMEM.
As shown in Table 4.15, respondents gave higher likelihood-to-hire scores for
applicants who have misdemeanor charges over felony charges. This pattern held true
amongst Black applicants as well as Black applicants at various education levels.
However, for White applicants, there was a difference in likelihood-to-hire responses
based on the applicant’s level of education: for educated Whites, criminal history
mattered. For less-educated White applicants, criminal history was not statistically
significant. However, the effect sizes show that having a misdemeanor increases the
chances of being hired across race and experience, with Black applicants being slightly
more advantaged by this effect that their White counterparts.
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Table 4.15
Differences in Likelihood-to-Hire Responses as a Function of Applicant Criminal History
Mean
Pair
1

BMEF

77.63

BMEM

86.00

Pair
2

BMNF

54.25

BMNM

64.25

Pair
3

WMEF

67.06

WMEM

76.50

Pair
4

WMNF

52.81

WMNM

58.38

Effect

8.37

10.00

9.44

5.57

N

SD

SE
Mean

Test Statistic

16

14.79

3.70

z (N=16) = 2.94, p <.01

16

13.06

3.26

16

19.01

4.75

16

22.52

5.63

16

30.13

7.53

16

24.08

6.02

16

27.73

6.93

16

26.81

6.70

t (15) = 2.83, p <.05

z (N=16) = 2.94, p <.01

t (15) = 1.46, p = .16

Note. BMEF= Black male experienced with bachelor/felony, BMNF= Black male limited experience with
felony; BMEM= Black male experienced with bachelors/misdemeanor; BMNM= Black male limited
experience with misdemeanor; WMEF = White male experienced with bachelor/felony; WMNF = White
male limited experience with felony; WMEM= White male experienced with bachelors/misdemeanor;
WMNM = White male limited experience with misdemeanor

Figure 4.7. Criminal History Difference across Race and Experience/Education
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Summary of Results
In summary, Chapter 4 describes the statistical analysis using an independent
samples t-test and/or the non-parametric analog (Mann-Whitney U test) to determine if
there were statistically significant race differences. In addition, a correlated samples t-test
and/or the non-parametric analog (Wilcoxon Signed ranks test) was used to determine if
there were statistically significant education/work experiences differences as well as a
significant criminal history difference. Following this, a multiple regression was used to
test the main effect of the applicant race and the interaction effect between applicant’s
race and social responsibility practice on likelihood-to-hire responses for the one scenario
that had normally distributed outcomes.
Lastly, a multiple logistic regression was used to test the main effect of
applicant’s race and the interaction effect between applicant’s race and social
responsibility practice on likelihood-to-hire responses for the three scenarios that had
non-normally distributed outcomes. The hiring likelihood-to-hire scores for those
outcomes were dichotomized using a median split. Those that scored above the median
were categorized in the will hire group. Scores that were at the median or below fell into
the will not hire group.
The findings indicate that any correlation with social responsibility practice—and
the interaction effect of an applicant’s race and the organization’s social responsibility
practice—was not statistically significant. In examining the factors relating to the
motivations to hire Black men with a criminal record, this study calculated the means and
standard deviations for seven factors, supporting the motivation to hire based on morality
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in general, which notably calls attention to employers’ motivation to hire based on moral
reasoning.
In addition, the analysis revealed that respondents gave higher likelihood-to-hire
scores for applicants who were more educated and had more work experience as well as
applicants who had a lesser criminal charge. Notably, however, criminal history
difference was not statistically significant among White, less-educated applicants. As
shown in Table 4.16 (as well as Figure 4.8), working experience matters more than
criminal experience, with Black/ experienced applicants being more likely than their
White counterparts to be hired. Among the overall data, there tends to be more variation
in the scores for Black applicants with a criminal record than White applicants with a
criminal record, especially regarding the likelihood to hire.
Table 4.16
Summary Table of Effects
Misdemeanor vs. Felon

Experience vs. No Experience

Black

9.19

22.07

White

7.51

16.19

82

25

Criminal History and Experience Effects on Likelihood to
22.07
Hire

20

16.19

15
10

9.19

7.51

5
0

Misdemeanor vs. Felon

Black

White Experience vs. No Experience

Figure 4.8. Criminal History and Experience Effects on Likelihood to Hire.
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Chapter 5: Discussion
Introduction
A deeper understanding of the contextual factors considered during the hiring
decision-making processes for Black male ex-offenders was the primary purpose of this
examination. In retrospect, the study investigated the relationships between corporate
social responsibility, employment practices, and strategies when employing Black men
with a criminal history, and measured the differences in hiring practices correlated with
applicant ethnicity. Chapter 5, as the conclusion of this dissertation, synthesizes the
findings of this study with the broader literature on the topics of race, employment, and
criminal history. As noted in Chapter 2, original research that investigates explicitly
hiring managers who offer individuals second chances through employment opportunities
has yet to be contributed to the literature. Little is known about why hiring managers
might offer applicants with criminal histories opportunities for employment, although this
dissertation endeavors to shed some light on the issue. Discussions in this chapter also
cover the limitations of the study and propose recommendations for additional research.
Overview
As described in Chapter 1, the United States, over the last century, continues to
experience the problem of Black males suffering from the lowest opportunities of all for
gaining employment after incarceration. First, Black men are arrested and serve time for
crimes at a higher rate than any other racial group. The disproportionate rate of Black
male incarceration does not go unnoticed and is evidence that racial disparity is present
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today within the criminal justice system (Alexander, 2010; Gramlich, 2018; Nellis,
2016).
Secondly, the data show that Black males with a criminal record are offered
employment at a 10% rate compared to the 22% rate for White males with a criminal
background (Pager, Western, & Sugie, 2009). This unwillingness to hire previously
incarcerated individuals magnifies the concern of “double victimization” of Black males
with a criminal record, who suffer from a significantly lower than average likelihood of
being hired. This concern fostered the motivation to research employers who may elect to
offer jobs to Black males who possess a criminal record and the relationship of corporate
social responsibility on the hiring decision.
To understand the decision-making processes of organizations when hiring Black
male ex-offenders, there were two primary research questions and two secondary
questions guiding this research:
1. Does the notion of corporate social responsibility play a role in the motivation
to hire Black men with a criminal record?
2. What additional factors motivate organizations in Upstate New York to hire
Black men with a criminal record?
Secondary Research Questions:
•

SQ1. Are there differences in likelihood-to-hire responses as a function of the
education level/work experience of the applicant?

•

SQ2. Are there differences in likelihood-to-hire responses as a function of the
criminal history differences of the applicant?
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By exploring the organizational processes when employing Black male exoffenders, the study provides an in-depth investigation into a heretofore-unexamined
facet of local economies and communities and contributes to our understanding of the
association between corporate, social, community, and individual interests regarding
community members with criminal histories.
Methodology Summary
The methodology design for this study was a quantitative survey that also
incorporated a randomized experiment using vignettes. The survey, which was designed
by the researcher, was structured into three sections. The survey questions included
demographic information and information regarding the organization for which the
participant works. Section 2 asked the participant to agree or disagree with 13 statements
(divided into two blocks) about racial disparities, hiring practice, and the theoretical
framework for the study. Section 3 of the survey contained the randomized conditions:
participants read four vignettes written by the researcher based on the literature and data
about the employment of Black and White men and Black and White men with criminal
records. All candidates in the hypothetical vignettes were male. Participants were probed
to report the likelihood such a candidate would be hired in their organization. Participants
were randomly sent one of two categories of vignettes: one where the hypothetical
candidate is White and one where the hypothetical candidate is Black.
The major and secondary research questions were the groundwork to generate the
findings described in Chapter 4. Distinctively, this study used both experimental and
descriptive statistics to gain insight into organizational motivations when employing
Black men with a criminal record and the likelihood to hire based on different applicant
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profiles. Based on these findings, an extensive analysis of the implications of this study is
presented below.
Implications of Findings
The unemployment rate for Black males with a criminal background is of
continuing concern in the United States because of its repercussions on society,
community, the economy, crime rates, and personal achievement. The nature of the
crimes committed is shown to influence organizations’ motivation to hire such applicants.
However, despite these repercussions, there is, as yet, limited quantifiable data on
employers offering a second chance through employment opportunities to Black male exoffenders. This dissertation remedies this gap to some degree. The data collected for this
dissertation study demonstrates several kinds of implications: (a) those regarding the
relationship of corporate social responsibility and the motivation to hire Black male exoffenders, (b) those related to organizations’ motivation to hire Black male ex-offenders,
and finally, (c) those related to the likelihood to hire Black male ex-offenders who offer
previous work experience and a college education.
Corporate social responsibility. As described in Chapter 1, the corporate social
responsibility (CSR) framework offered reasoning to understand specific ethical
considerations on organizational motivation to hire. CSR undergirds the commitment
many businesses have to the well-being of their communities and society, at large, as well
as specific groups (Peterson & Jun, 2006). According to Carrol (1991), ethical
responsibilities in CSR illustrate values, standards, and prospects that are based on a
replication of what customers, workers, stakeholders, and the community consider
reasonable and fair. Based on the findings of this study, there was no evidence
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establishing a relationship between CSR and the motivation to hire Black male exoffenders. Any correlation with social responsibility practice—and the interaction effect
of an applicant’s race and the organization’s social responsibility practice—was not
statistically significant.
Moral reasoning. “Moral reasoning refers to the processes involved in how
individuals think about right and wrong and in how they acquire and apply moral rules
and guidelines” (Pizarro, 2007, p.1). In Obatusin, Ritter-Williams, Anderson and
Carmel’s (2017) study, the researchers determined that the employer “felt that exoffenders were undoubtedly talented, naturally skillful, and had potentials that could be
exploited as well as a person who could be an asset to or add value to the community,
country, and nation, but had been unfortunately caged by the label, which portrays them
as evil and untrustworthy” (p.8). In addition, the study findings indicated that employers
revealed companies were more eager to assist individuals with a criminal record through
employment offerings (Obatusin et al., 2017).
As examined in Chapter 4 regarding the factors relating to the motivations to hire
Black males with a criminal record, this study calculated the means and standard
deviations for each of the seven factors considered: (a) ethical considerations: “it is the
right thing to do;” (b) encouraging a better society; (c) tax write-off/ government
incentives; (d) the Federal Bonding Program; (e) non-violent criminal history; (f)
eliminating bias in the workplace; and (g) ex-offenders accept lower wages. This study
found that in the overall data, organizations were willing to hire ex-offenders based on
the three top motivating factors: (a) encouraging a better society, (b) ethical
considerations: “it is the right thing to do,” and (c) eliminating bias in the workplace,

88

demonstrating the employers were primarily motivated to hire solely based on moral
reasoning, over all other reasons.
Shift/ race respondents. When examining the likelihood to hire for this study
compared to previous research, differences emerged. As discussed in Chapter 2, previous
experimental studies reveal that racial discrimination against hiring Black men,
particularly those who have a criminal record, persists (Pager, Western, & Bonikowski,
2009). The literature describes the consequences of a criminal background repeatedly by
empirically demonstrating that Black men have a lower chance of obtaining employment
post-release (Uggen et al., 2014).
However, this study contradicted the literature as it relates to the likelihood of
hiring Black male ex-offenders over White male ex-offenders. Looking more specifically
at organizations’ likelihood to hire Black males with a criminal record, this study
researched why employers might hire a Black male with a criminal record as well as the
likelihood to hire a Black male with a criminal record. Each experimental profile
described the race of the applicant, criminal record, educational background, and prior
work experience. Based on the overall data, there was more variation in the scores for
Black applicants with a criminal record than White applicants with a criminal record,
especially regarding the likelihood to hire.
For White applicants, experimental data demonstrated there was a difference in
likelihood to hire responses based on the applicant’s level of education and criminal
background: for educated Whites, criminal history matters. In addition, respondents gave
higher likelihood-to-hire scores for applicants who were more educated and had more
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work experience. The data demonstrated some notable patterns: in general, the scores for
Black applicants were higher than for White applicants.
Furthermore, while analyzing the differences owing to the race of respondents,
the sample was separated into two clusters based on the race of the respondents: White
(N=19) and Non-White (N =13) respondents. Race, education, and criminal history
differences were then examined between White and Non-White respondents. None of the
differences were statistically significant, which means that the race of respondents did not
significantly impact differences in likelihood to hire scores by the race of the applicant.
However, White respondents were consistently more likely to hire Black applicants than
White applicants. Among Non-White respondents, the pattern was more mixed.
Among Non-White respondents, criminal history differences in likelihood-to-hire
scores mattered more for Black than White applicants. There were no criminal history
differences among White applicants. Among White respondents, the only significant
criminal history difference in likelihood-to-hire scores was among White, experienced
applicants. Among non-White respondents, education/work experience differences in
likelihood-to-hire scores mattered more among Black than White applicants. There were
no education/work experience differences among White applicants. Among White
respondents, education/work experience differences in likelihood-to-hire scores mattered
among Black applicants. There was one significant difference among White applicants
with misdemeanors.
Nevertheless, this could suggest some level of social desirability influencing
White respondents more than Black respondents.
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Social desirability is the tendency of some respondents to report an answer in a
way they deem to be more socially acceptable than would be their ‘true’ answer.
They do this to project a favorable image of themselves and to avoid receiving
skeptical calculations. (Lavrakas, 2008, p.1)
While this study asked participants to view conditions in the eight scenarios regarding exoffenders, it is possible that social desirability occurred.
Education matters. As discussed in Chapter 2, ex-offenders with a college
education were more likely to gain access to employment opportunities (Owens, 2009).
Furthermore, Crawford and McBride-Owens (2014) analyzed a qualitative study that
looked at the perception of employers’ attitudes toward hiring individuals with a criminal
background who had earned post-secondary degrees at an online campus: 30% of the
employers expressed there was no influence on their hiring decisions, while 20%
specified that gaining a higher education could provide direction for their choices, but
there were no assurances of hiring an ex-offender solely because they possessed a college
degree.
In another study, Lockwood et al. (2016) piloted a follow-up study on released
ex-offenders and examined the risk factors for recidivism by exploring correctional
education or educational opportunities available to inmates while incarcerated, as well as
employment obtainment after incarceration. According to the study, 36.7% of exoffenders were unconfined without a high school education, 50.1% of ex-offenders were
released with a high school diploma or equivalent, and 4.3% of ex-offenders were
released having earned a 2-year degree. The study “revealed that low-skilled offenders
(i.e., uneducated or under-educated offenders) would likely have a higher unemployment
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rate” (Lockwood et al. 2016, p.18). The study also highlighted that if an ex-offender’s
education level improved, they had a better chance of achieving work and reducing the
rate of recidivism.
The findings of this dissertation demonstrate a noticeable shift in hiring dynamics.
After careful analysis, it was clear that respondents gave a higher likelihood to hire score
for applicants who had a degree and work experience over limited experiences and no
degree. For example, Black males with a felony, bachelor’s degree, and strong work
experiences had a 23.38% chance of being hired over Black males with a felony, limited
work experience, and no degree, which possibly indicates that higher levels of education
may challenge one’s thoughts of racism. This pattern held true among Black applicants in
aggregate and for Black applicants with lesser criminal charges (e.g., Black males with a
misdemeanor, bachelor’s degree, and strong work experience was higher than Black
males with a felony, bachelor’s degree, and strong work experience by 8.37%).
Limitations
This dissertation has a number of potential limitations. Low statistical power
means that it is harder to detect a true effect. Low statistical power arises from a low
sample size (Dumas-Mallet, Button, Boraud, Gonon, & Munafò, 2017). There were a
total of 32 respondents of 1,077 distributed surveys, which is a response rate of 3%. To
note, a larger study sample is necessary to strengthen the findings of this research, as well
as an increased response rate. It is possible that a larger sample size for this study would
have resulted in more statistically significant findings. Based on the data obtained, with a
larger sample size, there may be differences in race and experience that could have
resulted in significant findings. It is important to take into consideration the lower
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response rate in this dissertation study and the representativeness of the sample when
interpreting and reviewing the findings of this study.
Recommendations for Further Research
In order to encourage employers offering a second chance of employment
opportunities to Black ex-offenders, four recommendations are offered for future
research. In addition, there are additional recommendations for employers, the criminal
justice system, legislation, correctional facilities, and ex-offenders. First, as demonstrated
in Chapter 2, most of the existing research looks at Black males after incarceration. There
is limited research investigating actual hiring practices when it comes to hiring exoffenders. This research took a different approach by examining employer hiring
practices. This study demonstrates that labor markets should be further explored when it
comes to determining how and why ex-offenders may or may not receive opportunities.
Second, a national survey should be conducted on employer motivation to hire
Black male ex-offenders. Couloute and Kopf (2018) was study conducted using a
“nationally representative dataset” in the United States. They found that Americans who
were formerly incarcerated suffered from employment at an average rate of 27%, which
they noted as “higher than the total U.S. unemployment rate during any historical period,
including the Great Depression,” and is specifically a problem for minority groups,
especially Black and Hispanic as well as women (Couloute & Kopf, 2018, p. 1). An
updated survey is needed to determine if, as a nation, there is progress on these matters
over time.
Third, there should be a mixed-methods study approach conducted. In a field with
more complex issues, such as the implications of implicit bias, qualitative research could
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help by illuminating personal narratives and adding meaning and value to what the
numbers state. For example, researchers should ask in organizations that do hire Black
males with a criminal record, how salient is the nature of the criminal offense for which
the men served time? Or, if corporate social responsibility is a factor in hiring Black
males with a criminal record, how is it manifested through the organization’s hiring, as
well as employment, practices, and strategies when hiring these men? Also, what other
factors play a role in hiring Black males with a criminal record? Adding the qualitative
research approach will open an opportunity for powerful and relevant findings. In
addition, more published studies on this topic, highlighting both data and stories, could
lead to the tipping point in the public’s opinion regarding this societal problem.
Lastly, there should be a study conducted on Black women who are offered a second
chance of employment opportunities after incarceration. Much of the current literature
looks at Black males with limited research on Black women. For their recent work,
Decker et al. (2015) conducted a “three-year study of the impact of a prison record on
gaining employment” (p. 1) for both men and women. According to the study, Black
women suffered more from obstacles to employment after incarceration over any other
group. An updated survey following this dissertation study’s research protocol should
include scenarios using female vignettes to address this population.
Recommendations for Employers
Participating in a research study often results in benefits for society as a whole. In
addition, participating in research allows us to gain a better understanding of self and
how we perceive society. With respect, it is recommended that employers engage in
future surveys to deepen our understanding of this pressing social issue. To improve in
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the area of social justice, and work towards solving societal problems, partaking in this
type of research study is essential. To understand the impacts of implicit bias regarding
the hiring process, the possible difference between Blacks versus White ex-offenders, the
link between education, and obtaining employment as a signal to potential employers,
there is a pressing need for additional surveys and widespread employer participation.
Recommendations for the Criminal Justice System/ Legislation
Crimes are categorized into one of two categories: felony or misdemeanor.
Felonies are the more serious crimes, while misdemeanors are lesser charges. Because
felony crimes are more serious, and sometimes violent, the ex-offender often suffers
stigma after he or she has paid their debt to society. Prior studies have found significant
bias in regards to race, a criminal history, and obtaining employment. This study shows
that ex-offenders, no matter their race, with a misdemeanor, have a higher chance of
securing employment after incarceration over an ex-offender who was charged with a
felony. For example, this study found that Black males with a bachelor’s degree,
misdemeanor, and work experience have a difference of 8.37% chance of being
employed compared to a similarly qualified Black male who had a felony. Based on these
findings, which also relates to the body of literature in the field, the criminal justice
system must understand the lifetime hiring penalty for one who is charged with a felony
conviction. Also, the justice system must ensure felony charges are reserved only for
grave crimes.
To elaborate further, ex-offenders continue to receive external consequences
outside of their time being spent in jail or prison. What is meant by this is, when a person
finishes their sentence, they have officially paid their complete debt to society. However,
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they are given a lifetime label of “criminal; which should not be. This is where true
reform is needed. Therefore, a strong recommendation is for legislation is to adopt policy
reform regarding the approach in which jobs request one’s criminal history. Policy
reform is “a process in which changes are made to the formal “rules of the game” –
including laws, regulations, and institutions – to address a problem or achieve a goal such
as economic growth, environmental protection or poverty alleviation” (OECD, 2007,
p.1). As stated, this research study suggests there is discrimination based on the severity
of the past crime (misdemeanor vs. felony); (the keyword is “PAST”), causing employers
to make judgments based on “past” mistakes. Policy reform is important for the reason of
making a change regarding requirements within an organization, guaranteeing they are
only considering job qualifications for the position they seek, rather than considering
information on an individual’s criminal record for a crime in which they have already
paid their debt to society. Legislation should consider passing a law to restrict
organizations from screening ex-offenders based on past mistakes.
Recommendation for Corrections
Multiple studies over the last decade have demonstrated that education is key to
successful reentry. In addition to this study finding the importance of the level of
education on obtaining employment with a criminal record as noted in Chapter 2, Davis
et al. (2013) found in their study that “individuals receiving correctional education had
improved odds of obtaining employment after release” (p. 1). It is imperative to
understand that education is a key to mitigate post-release hiring bias, specifically for
Black males. For that reason, it is recommended that corrections continue to create
programs to provide education to offenders while completing sentencing.
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Recommendations for Ex-Offenders
A number of previous studies have investigated the importance of higher levels of
education for ex-offenders when it comes to obtaining successful employment. For
example, Crawford & McBride-Owens (2014) found that when ex-offenders obtained a
higher level of education, employers were more likely to hire due to the fact of managers
stating “higher education displays that the individual was a hard worker and was trying to
move away from their past” (p.10). Similarly, this research finding indicates that no
matter the race of the applicant, with a college education, criminal history, and work
experience, employers were more likely to hire, on average, at approximately 20% more
compared to those with no education and work experience. Based on these data and prior
studies, it is recommended that those with a criminal record work towards obtaining an
education as it is important to alleviate hiring bias, specifically for Black males reentering
society after incarceration.
Conclusion
The unemployment rate for Black males with a criminal record continues to be a
concern in the United States. Black males without a criminal record have a higher
unemployment rate than White males; however, being a Black male with a criminal
record diminishes employment opportunities even further (Pager, Western, &
Bonikowski, 2009). The negative impact of having a criminal record continues to
increase the high rate of recidivism, especially for Black males. There is a strong need to
focus on employers who are willing to offer ex-offenders, specifically people of color, a
second chance for employment opportunities.
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This study identified employers’ motivations to hire as the need to encourage and
support a “better” society, the ethical consideration that it is the right thing to do, and to
eliminate racial bias in the workplace. In addition, this study demonstrated an inverse of
what the current literature states: organizations are willing to hire Black males with a
criminal record over White males with a criminal record. The literature supports the
positive aspect of ex-offenders finding employment after incarceration. It is the intention
of this study to foster an awareness in businesses and corporations throughout the United
States to reduce bias against Black male ex-offenders and increase employment
opportunities as they are released from prison, eager to rejoin their communities as
productive members of society, thereby diminishing incentive toward criminal recidivism
and its cycles of unemployment and correlated crime.
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Appendix A
Definitions of Terms
Clarification of the terms used for this study is essential for the reader’s
understanding. The definitions listed provide a specific statement and/or description as it
relates to this study.
Black – persons of African descent, which includes African Americans, people
from the Caribbean, etc.
Ex-Offender – One’s background or history involving criminal activity resulting
in prison or jail time.
Recidivism – Reverting to criminal patters resulting in returning to prison or jail.
It is measured by rates of rearrests, reconvictions, and re-imprisonments during the 3-5year follow-up period (Durose et al., 2014).
Males – individuals, 21 years or older, who are of the sex that typically has the
capacity to fertilize the eggs of a female.
Criminal Background – an individual who has committed a felony or
misdemeanor.
Racial Inequality – the difference in opportunities for socioeconomic
advancement or access to goods and services based on a person’s outward appearance
(Reisig et al., 2007) entirely.
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Appendix B
Criminal Record and Employment Survey

•

Demographics
Block Options
Q2.1
Please indicates the type of employment sector in which you work.
Private Sector

•

Public Sector

•

Non-for-Profit Sector

•

Other

•

Q2.2
What role do you currently hold within your organization?
CEO/COO

•

Vice President (VP)

•

Director/Manager

•

Human Resources

•

Recruiter

•

Other
Q2.3
Years of service in your administrative role within your organization?

108

•

Page Break
Q2.4
Is your business owned/operated by minorities?
Yes
Q2.5
Is your business owned/operated by women?
Yes
Page Break
Q2.6
Please specify your ethnicity.
White or Caucasian

•

Black or African American

•

American Indian or Alaska Native

•

Asian

•

Native Hawaiian or Pacific Islander

•

Other

No
No

Q2.7
Please specify your gender.
Male

Female

Other

Q2.8
Which category below includes your age?

Block

•

CSR
Block Options
Q3.1
Is your company aware of the Corporate Social Responsibility Model?
Yes

•

No
Q3.2
Does your company ascribe to the Corporate Social Responsibility Model?
Yes

•

No

•

Block
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Page Break

Block
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